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Abstract 
This thesis explores the relationship between perceived organisational support and 
expatriation outcomes in host subsidiaries of multinational companies. While 
multinationals depend on expatriates to manage their foreign subsidiaries, successful 
expatriation is influenced by expatriates’ cross-cultural adjustment to the host country’s 
environments. Although Ghana has witnessed a substantial growth in the number of 
foreign subsidiaries operating in various sectors of the country’s economy, support 
structures have not been well researched in terms of how host organisations manage 
expatriation, considered from an African perspective.  
Adopting a positivist research approach, this study surveyed 229 expatriates working in 
foreign subsidiaries of multinational companies based in Ghana. Structural equation 
modelling was employed to test the model and hypothesised relationships. The test of the 
hypothesised model reveals that support from the organisation and host employees has 
significant positive effects on expatriation. Specifically, the study shows that perceived 
organisational support positively relates to expatriate assignment completion and career 
development. Host-country nationals’ support has a significant effect on expatriate 
adjustment to the work environment but no effect on Ghanaian cultural adjustment. The 
empirical results indicate that headquarters-subsidiary coordination has significant 
positive effects on expatriate adjustment to the host country’s environment and on how 
the subsidiary is shaped through knowledge transfer. In contrast, Ghanaian cultural 
adjustment was found to have a negative impact on assignment completion and shaping of 
the subsidiary. Furthermore, while assignment completion is positively related to career 
and professional skills development, shaping the subsidiary has a direct effect on overall 
success. Career development and overall success are significantly associated with 
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expatriate satisfaction. This thesis concludes by discussing the implications of the 
findings of the study for both theory and practice. The limitations of the study are 
acknowledged and explained. Several recommendations for future research are detailed to 
ensure successful expatriation in sub-Saharan Africa in general. 
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Chapter One: Introduction  
1 Introduction  
The competitive business environment within which contemporary organisations operate 
has made it necessary for them to extend their operations to different parts of the world to 
ensure their survival and assist them in gaining a competitive edge. A global-relocation 
trends report reveals that there has been an inclination towards international assignment 
growth despite uncertain and uneven economic outlooks in the USA and Europe 
(Brookfield, 2012). Consequently, the number of expatriate business personnel on 
international assignments, occupying key positions in foreign subsidiaries, continues to 
rise (Brookfield, 2013; Cao, Hirschi, & Deller, 2014; Huff, Song, & Gresch, 2014; 
Koveshnikov, Wechtler, & Dejoux, 2014; Malek & Budhwar, 2013). Studies have 
acknowledged that the use of expatriate employees is inevitable even though 
multinational companies (MNCs) need to constantly evaluate the advantages and 
disadvantages of engaging host-country staff for the performance of specific tasks (Fang, 
Jiang, Makino, & Beamish, 2010; Malek & Budhwar, 2013).  
Taking into account the important role of international assignees, multinationals continue 
to rely heavily on expatriation to effectively manage their overseas operations in order to 
achieve their long-term corporate objectives and compete favourably in the global 
marketplace (Firth, Chen, Kirkman, & Kim, 2014; Malek & Budhwar, 2013; Peltokorpi & 
Froese, 2014; Tharenou & Harvey, 2006). Bonache, Brewster and Suutari (2001) 
maintain that expatriates are responsible for exercising considerable control over foreign 
subsidiaries; as they co-ordinate and integrate the various units of the host organisation 
while transferring technical know-how to local employees.  
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Similarly, while Altman and Baruch (2012) concede that expatriates play a significant 
role in the effective management of international talent, Toh and Srinivas (2012) affirm 
that the burden of success on international assignment has, to a large extent, been the 
responsibility of expatriates. The overall success of international assignment can only be 
achieved if MNCs are able to maximise the international assignees’ effectiveness in new 
cultural milieus. In line with this assertion, it has been argued that expatriates carry huge 
responsibilities, as ambassadors of parent companies, to improve cross-border 
organisational performance, establish good contacts and inculcate the values and culture 
of the parent company in host employees (Lin, Lu, & Lin, 2012). 
Typically, international assignments require expatriates to adjust to a new, multifaceted 
and challenging environment in host countries in order to be effective and perform as 
expected (Chen, Kirkman, Kim, Farh, & Tangirala, 2010; Froese, 2012; Froese & 
Peltokorpi, 2013; Koveshnikov et al., 2014; Malek & Budhwar, 2013; Puck, Kittler, & 
Wright, 2008). As a result, organisations need to initiate and implement human resource 
management (HRM) practices and policies that can facilitate smooth adjustment to the 
new environment in order to enhance the effectiveness of the international assignees. 
Therefore, expatriate management embraces various activities carried out by an 
organisation to enhance the most effective and efficient use of its international assignees. 
Consequently, this area has witnessed a surge in research effort directed toward the 
factors accounting for expatriate adjustment and effectiveness in host countries (Bhaskar-
Shrinivas, Harrison, Shaffer, & Luk, 2005; Chen et al., 2010; Harrison, Shaffer, & 
Bhaskar-Shrinivas, 2004; Okpara & Kabongo, 2011; Peltokorpi & Froese, 2014; Selmer 
& Lauring, 2015).  
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The capacity for expatriates to become more effective and productive in the host 
subsidiary greatly depends on their cross-cultural adjustment to the host country. Cross-
cultural management researchers maintain that cross-cultural experiences and cross-
cultural competence are positively related to effective expatriate work performance in 
diverse cultural environments (e.g., Earley & Peterson, 2004; Eisenberg et al., 2013; Kim 
& Van Dyne, 2012). Similarly, Firth et al. (2014) analysed longitudinal data obtained 
from 70 expatriates on international assignment, working for a large multinational Global 
100 company in the energy industry, and found that cross-cultural motivation and 
psychological empowerment have a significant positive effect on the initial levels of work 
adjustment of the expatriates. Accordingly, the most commonly mentioned reason for 
expatriates’ premature return and failure is a lack of cross-cultural adjustment to the host 
country (Caligiuri, 1997; Hechanova, Beehr, & Christiansen, 2003; Huang, Chi, & 
Lawler, 2005; Koveshnikov et al., 2014; Tung, 1988). Certainly, work adjustment has a 
significant positive relationship with expatriates’ attitudes toward work and their overall 
effectiveness (Firth et al., 2014). Hence, the inability of expatriates to familiarise and 
appreciate the culture of the host country can have a negative impact on their interactions 
with host employees and affect performance outcome. For this reason, cultural-fit 
researchers maintain that the extent to which there exist similarities between the personal 
values, beliefs and personality traits of the expatriates and the host countries, the more 
likely their safety and comfort will be significantly enhanced (e.g., Huff et al., 2014; 
Peltokorpi & Froese, 2012, 2014; Schiefer, Möllering, & Daniel, 2012; Searle & Ward, 
1990).  
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1.1 Background 
Various scholars (e.g., Collings, Scullion, & Morley, 2007; Froese & Peltokorpi, 2013; 
Howe-Walsh & Schyns, 2010; McCaughey & Bruning, 2005) maintain that although 
MNCs are unique in establishing a shared set of values, beliefs and best practices across 
countries, cross-cultural adjustment within the host nation is essential for expatriates’ job 
performance and success. Huff (2013) argues that expatriates’ performance is primarily 
linked to their adjustment and satisfaction in the host country. As the world is becoming a 
global village due to internationalisation of businesses, cultural differences actually exist 
and will impact on the success of expatriates who are on international assignments. 
Consequently, the global-relocation trends survey report notes that between four and six 
per cent of all international assignments fail in any given year (Brookfield, 2012). 
Existing literature indicates that one of the leading threats to international assignment 
success is the premature return of the expatriate (e.g., Gregersen & Black, 1990; Reiche, 
Kraimer, & Harzing, 2011; Zeira & Banai, 1985); hence this is a matter of great concern 
for MNCs since it may have serious implications for shareholder investments.   
Researchers in international human resource management (IHRM) acknowledge that 
expatriates’ failure is not only a source of personal concern to the international assignees 
themselves, but can also have a negative impact on companies’ competitive advantage in 
the global market (Cole & Nesbeth, 2014; Takeuchi, 2010; Templer, 2010; Wang & 
Takeuchi, 2007). Although expatriates play a significant role in the achievement of 
organisational objectives, the impact of international assignment on the expatriates and 
their families can be enormous (Brewster, Bonache, Cerdin, & Suutari, 2014; Kraimer, 
Shaffer, Harrison, & Ren, 2012). The failure of expatriates can result in a significant 
financial loss to the organisation. Tungli and Peiperl (2009) report that the average cost of 
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premature return is $198,000 per year as an overall direct cost to U.S. firms. According to 
Minter (2011), the company may also suffer from business interruptions, lack of business 
prospects, damage to the firm’s reputation and leadership crises, which represent the 
immaterial costs of expatriate failure. Other associated problems experienced by the 
individual assignee include low self-esteem, marital conflict, children who are displaced, 
lost income, diminished commitment to the parent company and tainted career reputation 
(Mendenhall & Oddou, 1985; Naumann, 1992). In addition, expatriate failure may 
threaten the growth and expansion of foreign subsidiaries at the organisational level 
leading to lost opportunities in capturing new markets (Puck et al., 2008). For example, 
an expatriate who has successfully completed an assignment but has experienced 
problems while on the assignment might face difficulties after repatriation, resulting in 
abysmal performance and lack of commitment to both parent and host companies 
(Andreason & Kinneer, 2005; Hemmasi, Downes, & Varner, 2010).  
Extant literature suggests that many factors account for and influence the successful 
adaptation of international assignees in new work environments. Employees on 
international assignments are abruptly isolated from their routines and/or their social 
support structures, such as families, friends, relatives and co-workers, due to the way in 
which these assignments are designed. This may lead to greater uncertainties, which are 
generally absent when local employees are appointed to new positions in their home 
countries (Black, Mendenhall, & Oddou, 1991; Takeuchi, Wang, Marinova, & Yao, 
2009). Given this dilemma, the role of the employers, particularly the host companies, 
becomes crucial in ensuring that expatriates are comfortable in matters relating to 
housing, food and shopping, and that adequate assistance is provided for the expatriates’ 
families, especially the spouses and children (Guzzo, Noonan, & Elron, 1994; Kraimer & 
Wayne, 2004; Kraimer, Wayne, & Jaworski, 2001; Takeuchi et al., 2009). It is therefore 
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crucial for human resource managers in the international arena to develop sustainable 
HRM practices and support systems that can facilitate the integration of the individual 
international assignees and support their acclimatisation into the new work environment 
of the host nation. Such organisational support is vital to ensuring that the subsidiary 
companies become vibrant and successful: a perceived feeling of being adequately 
supported by the organisation in facilitating their early adjustment could result in greater 
commitment and more positive work attitudes. This is referred to as perceived 
organisational support influencing successful expatriation.   
Perceived Organisational Support (POS) is defined as employees’ ‘global beliefs 
concerning the extent to which the organisation values their contributions and cares about 
their well-being’ (Eisenberger, Huntington, Hutchison, & Sowa, 1986, p.501). According 
to Rhoades and Eisenberger (2002), POS is created as a result of certain work conditions 
and some human resource management practices to promote positive employees’ attitudes 
and behaviours. These scholars comment further that fair treatment, supervisory support, 
rewards and favourable job conditions indicate a strong positive association with 
perceived organisational support. As such, the POS theory argues that employees evaluate 
the extent to which the organisation is concerned about their general well-being. Positive 
evaluation of support strengthens the employees’ effort, resulting in greater energy 
directed toward the accomplishment of the goals of the firm (Allen & Shanock, 2013; 
Baran, Shanock, & Miller, 2012; Eisenberger et al., 1986; Kawai & Strange, 2014; Abdul 
Malek, Budhwar, & Reiche, 2015). 
Existing literature on the management of expatriates suggests that POS is positively 
associated with expatriates’ adjustment to the host culture and work environment, their 
commitment to the organisation and intention to remain on assignments (Allen & 
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Shanock, 2013; Kraimer et al., 2001; Shaffer, Harrison, Gilley, & Luk, 2001; Kraimer & 
Wayne, 2004). In addition, Toh and Srinivas (2012) posit that perception of 
organisational support strengthens the relationship between the expatriates’ task 
cohesiveness and the trust of the host country nationals (HCNs). For example, when 
expatriates perceived local employees to be supportive, friendly and willing to assist them 
adjust not only to the host culture but also their new work environment, these expatriates 
will be more willing to interact and seek help from HCNs because they have proven to be 
reliable. Earlier studies (see for example, Kraimer & Wayne, 2004; Kraimer et al., 2001) 
maintain that social support received from HCNs has an influence on expatriates’ cross-
cultural adjustment. HCNs can assist expatriates to adjust and settle quickly into the new 
culture and work environment, offer friendship and provide useful information to assist 
successful adjustment. Farh, Bartol, Shapiro and Shin (2010) note that HCNs contribute 
significantly in providing information and easing social uncertainty during an expatriate’s 
adjustment to the host country’s culture. Kammeyer-Mueller, Wanberg, Rubenstein and 
Song (2013) comment further on the significance of subsidiary support in facilitating the 
effectiveness of expatriates and maintain that early support received from supervisors and 
co-workers is positively associated with work efficiency, social integration and 
organisational commitment.  
1.2 Research Motivation  
Researchers in the field of international human resource management (IHRM) and other 
related disciplines (e.g., Kawai & Strange, 2014; Kim & Slocum, 2008; Kraimer et al., 
2001; Kraimer & Wayne, 2004; Reiche et al., 2011; Selmer & Lauring, 2015) have 
examined various factors that are critical for the adjustment, performance and assignment 
success of expatriates. These factors include: the personality traits, cross-cultural 
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adjustment, previous international assignment experience, host country language ability 
and cross-cultural motivation of the expatriates and the support of the host country 
nationals. For example, scholars maintain that the cultural fit between expatriates’ 
personality traits and host country cultural values and norms predicts expatriate 
adjustment in host countries (Huang et al., 2005; Peltokorpi & Froese, 2012; Searle & 
Ward, 1990). Cross-cultural adjustment researchers also note that success on an 
international assignment is greatly influenced by the cross-cultural adjustment of 
expatriates to the host culture (Black & Mendenhall, 1990; Hechanova et al., 2003; 
Okpara & Kabongo, 2011). It has also been argued that previous experience on 
international assignment moderates the relationship between current assignment tenure 
and general and work adjustment (Takeuchi, Tesluk, Yun, & Lepak, 2005). Consequently, 
general and work adjustment can have a significant impact on expatriates’ early-return 
intentions. Similarly, cross-cultural motivation is significantly associated with 
expatriates’ work adjustment (Chen et al., 2010); the attitudes of the host country 
nationals and their willingness to provide social support to expatriates correlated 
significantly (Arman & Aycan, 2013).  
Despite the plethora of research on expatriates’ adjustment and performance, many issues 
regarding the dynamics of their effectiveness remain. In line with this contention, Kawai 
and Strange (2014) maintain that it is essential for organisational leaders and researchers 
to fully understand and appreciate those factors inhibiting successful expatriate 
management by MNCs. This intelligence might assist companies gain a sustainable 
competitive advantage over indigenous competitors in the global marketplace. Kawai and 
Strange (2014) investigated perceived organisational support and expatriate performance 
and found POS to be positively related to expatriates’ contextual performance and task 
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performance. Despite this progress, the influence of organisational support in influencing 
expatriation outcomes is under-studied.  
Previous studies have demonstrated that the impact of POS on the performance of 
expatriates within the cross-cultural context has received little attention (Kawai & 
Strange, 2014; Kraimer & Wayne, 2004; Takeuchi et al., 2009). For example, Kawai and 
Strange (2014) studied perceived organisational support and expatriate performance using 
expatriates from a single home country (Japan) working in a single host country 
(Germany). In addition, expatriate management research is largely concentrated among 
expatriates working in North American, Asian and European host countries with little 
attention paid to expatriates working in African host countries. It has also been recognised 
that the bulk of the international management research over the last several decades has 
mainly focused on countries in Western Europe, Japan and the United States, to the 
neglect of emerging markets and developing country contexts (Cooke, 2004). Evidence of 
organisational studies and people management in sub-Saharan Africa is limited in the 
expatriation literature. The limited number of studies examining expatriation in African 
host countries and the dearth of research on expatriate management practices and their 
related issues in the African context provided the impetus for this research. The focus of 
this study is to examine the role of POS in expatriate adjustment and assignment success 
within an African context.  
The POS framework presumes that employees evaluate the degree to which their 
respective organisations are interested in their general welfare through the establishment 
and implementation of various HRM policies, programs, practices and support. It is 
assumed that employees, on the other hand, reciprocate such gestures by the organisation 
with increased loyalty, commitment and performance (Moorman, Blakely, & Niehoff, 
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1998; Rhoades & Eisenberger, 2002). In a survey of 347 public sector employees, Coyle-
Shapiro and Conway (2005) examined psychological contracts and POS and found that 
POS and the components of psychological contract fulfilment are more essential in 
predicting organisational citizenship behaviour than psychological contract fulfilment. On 
the other hand, studies have confirmed that expatriates’ perceptions of psychological 
contract breach are likely to affect their behaviour, commitments, attitudes, job 
satisfaction and work engagement (Kumarika Perera, Yin Teng Chew, & Nielsen, 2016; 
Rayton & Yalabik, 2014).  
1.3 Country Context - Ghana 
The current study focuses on the host country of Ghana, an emerging economy of sub-
Saharan Africa, for the following reasons. First, Africa’s rapidly growing economies 
attracted $87bn in foreign direct investment (FDI) in 2014 and Ghana is among the top 
ten host countries that have benefited from the bulk of the FDI inflows (FDiIntelligence, 
2015). With a continuous increase in FDI inflows, it is likely that more foreign companies 
will choose Ghana as an investment destination. Second, according to the 2015 World 
Bank annual report, Africa’s economic growth remains strong despite a decline in the 
prices of oil and other commodities. Particularly, growth is expected to increase in lower 
middle- and upper middle-income countries in sub-Saharan Africa (World Bank, 2015). 
Third, Ghana is portrayed as one of the most peaceful and politically-stable countries in 
sub-Saharan Africa and for this reason a potential destination for MNCs. The implication 
is that a substantial number of expatriates would be assigned to Ghana to serve, protect 
and advance the interests of their parent companies. Although Ghana has witnessed a 
substantial growth in the number of MNCs operating in various sectors of the country’s 
economy, evidence regarding the perceptions of expatriates on how they are supported in 
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the Ghanaian culture and in their new work environment remains limited due to lack of 
research. 
Additionally, support structures have not been well researched in terms of the way the 
host nation organisations manage expatriation from an African perspective. The scant 
evidence of expatriate experiences in sub-Saharan Africa provided the drive for this 
research to be carried out. Therefore, this study advances knowledge by testing a theory-
based derived model to provide insight in relation to expatriation within the context of 
sub-Saharan Africa and aims to improve successful expatriation in sub-Saharan Africa by 
investigating POS and expatriation in the context of an Africa host country. Specifically, 
this research explores the role of POS in expatriate assignment success in Ghana. As 
such, drawing on the concept of POS within the context of the host country and its role in 
successful expatriate management, this study contributes to the expatriate management 
literature. This research, therefore, adds value to the field of IHRM and other related areas 
of study like industrial/occupational psychology and organisational behaviour at both a 
theoretical and practical level.  
1.4 Research Questions 
The central question to be examined in this study is ‘What is the influence of perceived 
organisational support on expatriation outcomes in the sub-Saharan African context?’ 
Specifically, the study seeks to address the following questions: 
1. What is the influence of perceived organisational support on expatriate 
adjustment and assignment success? 
2. How significant is the host country nationals’ support in eliciting expatriate 
cross-cultural adjustment? 
3. Does headquarters-subsidiary coordination significantly influence expatriate 
adjustment to the Ghanaian culture and work environment?  
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4. What significant effects does expatriate adjustment have on work activities? 
5. Do expatriate characteristics have significant effects on perceived organisational 
support and expatriate assignment outcome variables? 
1.5 Significance and Value of the Study 
The overarching aim of this study is to examine the influence of POS on expatriate 
adjustment and assignment success in the context of sub-Saharan Africa. In order to 
understand the support available to expatriates on assignments, it examines two 
perspectives of support—organisational support and host country nationals’ support—as 
identified within the literature.  
The study contributes to existing knowledge in a number of ways.  
First, POS has been found to be significantly associated with favourable employee 
outcome, for example, job satisfaction, positivity of mood, commitment and performance, 
as well as a decrease in withdrawal behaviour (Colakoglu, Culha, & Atay, 2010; Rhoades 
& Eisenberger, 2002). In contrast to other studies on expatriate management (e.g., Cao et 
al., 2014; Kawai & Strange, 2014; Kraimer & Wayne, 2004; Abdul Malek et al., 2015), 
which typically focus largely on North American, European and Asian host countries with 
little attention paid to African host countries, this study provides evidence on expatriation 
from host country Ghana. The insights from an African perspective allow for further 
insights into the expatriate management literature and broaden the scope of expatriate 
management research while contributing to the advancement of research in international 
human resource management by sharing the experiences and views of expatriates working 
in a different culture. As such, this study extends the scope of expatriate management 
research conducted mainly in Western host countries contexts to Ghana, one of Africa’s 
emerging destinations for FDI. By investigating the role POS plays in expatriate 
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assignment outcomes, the study shifts the focus of attention to the supportive systems and 
programs that will facilitate adjustment of expatriates on international assignment in sub-
Saharan Africa.  
Second, this study adds to the expatriate management literature by incorporating the 
views of expatriates on assignments in a sub-Saharan Africa host nation. With the study 
of expatriation still in need of empirical evidence from diverse cultural contexts, it breaks 
new ground by conducting a study in a new cultural setting. Africa, as a unique continent, 
hosts a large diversity of ethnicities, cultures and languages. Ghana, in particular, has a 
unique and rich culture. The people of Ghana ascribe importance to the extended family 
system of kinship. Ghanaians respect traditions and espouse certain core values such as 
politeness, hospitality and respect for authority. Even though the Ghanaian workplace is 
friendly, it is hierarchically structured with a well-defined chain of command where 
subordinates are answerable to their supervisors and managers. Due to the existence of 
strong bonds of friendship between individuals and groups, conflicts are usually resolved 
either by compromise or negotiations. As Ghana has positioned itself as an emerging 
destination for large numbers of businesses from other parts of the globe, its unique and 
rich culture may have a significant impact on the operations of these firms. This study 
adds to the expatriate management literature by providing insight into how expatriates are 
supported to adjust to, and complete their assigned duties within a diverse work and non-
work culture.  
Third, previous expatriate management studies that have examined POS in predicting 
expatriate assignment outcomes have not examined the effects of individual POS 
constructs (e.g., Allen & Shanock, 2013; Cao et al., 2014; Colakoglu et al., 2010; Kawai 
& Strange, 2014; Kraimer & Wayne, 2004). Understanding how the individual constructs 
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of POS interact with and or influence expatriation outcomes has been relatively 
overlooked in the expatriation literature. This study takes the view that the individual 
POS constructs could impact on the experiences of expatriates on assignment.   
Fourth, the role of host country nationals in expatriate adjustment and socialisation is an 
important aspect of international assignment that has received considerable attention in 
the expatriation literature. Additional research in this area would help in understanding 
the unique role of local employees in the expatriation process. The present study seeks to 
provide insights into the experiences of expatriates who are supported to function on 
assignments in sub-Saharan Africa. In particular, the views of expatriate staff working in 
Ghanaian MNCs are explored in relation to an element important for successful 
expatriation: the availability of support (if any) from the organisation and local 
employees. The findings of this research would enable HR managers and practitioners in 
related areas to gain insight into the best support systems, policies and practices to be 
instituted and implemented when managing expatriates in locations throughout sub-
Saharan Africa. The successful implementation of such support systems would help 
reduce the rate of premature expatriate returns and, instead, improve expatriate 
effectiveness. Generating knowledge on expatriate management might create a 
framework to sensitise organisations on how best to prepare expatriates for their new 
assignments and provide the kind of support and assistance necessary to minimise the rate 
of expatriates’ failures. 
Sixth, as MNCs are increasingly extending their operations to all parts of Africa, the 
findings of this study may provide valuable information to headquarters’ management 
regarding human resource management (HRM) support systems and practices that, when 
employed, could boost the performance of expatriates and facilitate the realisation of 
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corporate strategy and result in good returns on shareholder investment. As noted by 
Kamoche and Harvey (2006), mutually interdependent knowledge interactions must be 
the core of MNCs’ international business strategy if they want to be successful in the 
African context: knowledge of the host country’s national culture is essential in 
understanding national and international management practices (Hofstede, 1984; Pillay & 
Dorasamy, 2010).  
Finally, future direction for expatriate management research suggested by Kawai and 
Strange (2014) partly influenced the design of this study. Kawai and Strange (2014) note 
that it would be valuable to replicate their study on perceived organisational support and 
expatriate performance in a different cultural context; their research considers expatriates 
from Japan working in Germany. To sum up briefly, the present study investigates the 
influence of POS on expatriate assignment outcomes, such as expatriate adjustment (i.e., 
how well the expatriate has adjusted to both the Ghanaian culture and work environment); 
assignment completion (the intention of the expatriate to stay in Ghana to complete the 
assignment); shaping the subsidiary (the ability of the expatriate to transfer technical 
knowledge to local employees and to improve their understanding of the company’s 
goals); career development (how the work experience in Ghana fits well into the 
expatriate’s career plan and aspiration); professional skills development (acquisition of 
new skills resulting from the assignment); overall success (achieving the goals the 
company had in mind when the expatriate was sent to Ghana); and expatriate job 
satisfaction (whether the expatriate’s overall experiences of living and working in Ghana 
has been positive) in the sub-Saharan African context. The study explores the responses 
of expatriate staff working in Ghanaian MNCs to address issues relating to expatriate 
experiences in a context that is relatively under-studied in the expatriate management 
literature. 
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1.6 Methodological Approach 
This thesis examines expatriates’ perceptions of support from both the organisation and 
the host country employees in Ghanaian subsidiaries of multinational firms. A 
quantitative approach is adopted that lies within the positivism paradigm. The research 
presents and tests a theoretically derived model of POS that integrates expatriate 
adjustment and other expatriation outcome variables to assist in explaining how 
expatriates may successfully adjust and become effective on assignments in a foreign 
culture and work environment.  
In order to provide answers to the research questions, primary data was collected using a 
survey questionnaire, which assisted the researcher to obtain information from a 
significant sample of an expatriate population serving international assignments in Ghana 
during the period of data collection, April to September, 2015. The adoption of this 
approach is likely to increase our understanding of expatriation and its related issues 
within the context of sub-Saharan Africa to be extended. The detailed justification of the 
research paradigm, methodology and methods for this research are discussed in chapter 
four. 
1.7 Structure of the Thesis 
This study is conducted in Ghana, which has a young, promising and emerging modern 
economy; hence a brief overview of the country’s background and other relevant 
information has been provided.  Specifically, chapter one serves as an introduction to the 
thesis, briefly outlining its focus, setting out the study objectives and clearly articulating 
the central research question. The chapter also discusses the significance of the study and 
provides an overview of the research procedure and methodology. 
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The thesis is organised into seven chapters including this introductory chapter.  
Chapter two presents the literature review of the study. It draws on theoretical 
perspectives and relevant data discussions from research studies, scholarly papers, general 
literature and academic opinions from international business. It discusses key issues 
regarding expatriate management including expatriate staffing, cross-cultural adjustment 
and training and then presents a detailed review of the organisational support theory — 
the theory on which this study is anchored. The final section of the chapter presents the 
background of Ghana highlighting the local cultural value systems, beliefs and norms as 
the context for this research. 
Chapter three develops the theoretical relationships between POS, host country nationals’ 
support and expatriate assignment outcomes. The framework argues that POS and host 
country support significantly influence expatriation outcomes. A review of the POS and 
the host country support literature links the various dimensions of POS and host country 
nationals’ support to expatriate assignment outcomes variables. 
A detailed description of the research design is provided in chapter four. It describes the 
positivist methodology and epistemology that underpin the research strategy. This chapter 
details and justifies the use of the research methodology adopted to explore the chosen 
research questions. As indicated above, the research methodology involves an assessment 
of the research question featuring a survey. It also gives a detailed account of how the 
survey instrument was designed and administered to the target population, as well as the 
method used to analyse the data. 
Chapter five reports the results of the survey based on the hypothesised model and the 
research questions that guide the study. The methods used in analysing the data were 
determined by each research question and include descriptive analysis, inferential analysis 
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and structural equation modelling. The empirical results of the test of the hypothesised 
relationships between POS, host country nationals’ support and expatriation outcomes are 
presented in this chapter.  
Chapter six discusses the results of the statistical analysis in line with the hypothesised 
relationships and the interactions among the variables. The discussion incorporates both 
theoretical and empirical evidence extracted from the literature with reference to POS and 
expatriation. 
Chapter seven concludes the thesis by discussing the implications of the results for both 
theory and practice. The chapter ends with a discussion of the limitations of the study and 
indicates what possible future research could be undertaken to advance knowledge in this 
area. 
1.8 Chapter Conclusion    
This chapter presents an overview of the way in which support from the organisation and 
the host country nationals influences expatriation outcomes in different cultures. It also 
outlines the key research questions based on the background discussion. The significance 
of the study and the methodological approach are also discussed. The concluding section 
outlines how the thesis is structured. The next chapter reviews literature on expatriate 
management practices and the significance of organisational support as a key determinant 
of successful expatriation within different cultural contexts. 
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Chapter Two: Literature Review and Theoretical 
Consideration 
2 Introduction 
The purpose of this chapter is to provide a review of the literature on general issues 
surrounding expatriate management from the perspective of POS. The chapter begins 
with a broad overview of international business and its implications for human resource 
management. A discussion of key issues surrounding expatriate management in foreign 
subsidiaries, such as staffing, cross-cultural training and cross-cultural adjustment, is 
offered. It continues with a detailed dialogue on the theory underpinning the study 
(organisational support theory) and examines the significant role POS plays in expatriate 
assignments. The chapter continues with an exploration of support of HCNs in expatriate 
adjustment and assignment success and concludes with an overview of Ghanaian culture. 
2.1 International Business 
Many prominent economists, political leaders and business frontrunners seem to agree 
that falling barriers to international trade and investment are the major drivers of the 
global economy toward greater prosperity (Bhagwati, 2007; Hodgetts, Luthans, & Doh, 
2006). These scholars maintain that international trade and cross-border investment will 
result in lower prices of goods and services since globalisation stimulates economic 
growth, increases the incomes of consumers and aids in creating jobs in the participating 
countries. Although, globalisation critics contend that the decline in unskilled wage rates 
is a consequence of the migration of low-wage manufacturing jobs offshore and a 
corresponding reduction in demand for unskilled workers, others disagree, noting that the 
wage gap between developing and developed nations is closing as developing nations 
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experience rapid economic growth. They also emphasise that job losses are due to 
economic and technological change, and that offshore outsourcing actually improves the 
competitiveness of MNCs (Bhagwati, 2007; Hill, 2013; Hodgetts et al., 2006). As the 
world shifts towards a truly integrated global economy, more firms, both large and small, 
are becoming international businesses and the growth of MNCs has been one of the key 
features of globalisation (Bach, 2009; Hill, 2013). Multinational enterprises dominate 
today’s business landscape and it is estimated that they collectively account for over 90% 
of current world trade (Petras & Veltmeyer, 2007).  
Although people may consider the term ‘multinational corporation’ to be synonymous 
with those of ‘multinational enterprise’ and ‘transnational corporation’, the United 
Nations and the governments of many developing nations prefer the use of transnational 
to that of multinational when describing any firm doing business in more than one 
country. The United Nations Conference on Trade and Development (UNCTAD), for 
example, describes a transnational corporation (TNC) as an enterprise consisting of 
subsidiaries in more than one country that operate under a system of decision-making that 
permits coherent policies and common strategy (UNCTAD, 2013). The entities are so 
linked, by ownership or otherwise, that one or more of them may be able to exercise a 
significant influence over the others and, in particular, to share knowledge, resources and 
responsibilities with others (UNCTAD, 2013). Related to this, other researchers used the 
term ‘transnational’ to refer to a company that combines the characteristics of global and 
multinational firms; with the enterprise trying to achieve economies of scale through 
global integration of its functional areas, while at the same time being highly responsive 
to different local environments (Bartlett & Goshal, 1999; Doz, Santos, & Williamson, 
2001; Gupta, Govindarajan, & Wang, 2008; Harzing, 2000). These firms are global in 
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nature but unique in their operations due to differences in national cultures and consumer 
preferences.  
Rugman (2011) maintains that one of the most important aspects of TNCs, which is often 
overlooked, is that they engage in diversification of real assets internationally. The 
principle of international diversification was first popularised in Rugman’s earlier studies, 
suggesting that TNCs can partially offset idiosyncratic country-specific business cycles 
through their operations across boundaries. Rugman reasons that in situations wherein a 
domestic company is exposed to country-specific risks such as worsening domestic 
economy conditions, political instability and legal threats or environmental disruptions, 
TNCs have the capability to mitigate the cost of these risks by holding assets in more than 
one country (Rugman, 1976, 1979, 2011). TNCs, for that reason, engage in foreign direct 
investment (FDI) in pursuit of superior performance while adopting different strategies in 
terms of entry mode, location, centralisation, and ownership, resulting in divergent levels 
of internationalisation (Davidson, 1984; Goerzen & Beamish, 2003; Hennart & Reddy, 
1997; Kogut & Singh, 1988; Ramsey, Barakat, & Cretoiu, 2012; Sharma, 1998).  
Further to the debate of the characteristics of MNCs, Tayeb (2005, p. 4) notes that:  
MNCs have a great deal in common with single-nation firms, but at the same time they are unique 
because their operation sites, distribution networks, suppliers and their customers are spread across 
nations beyond their familiar home ground. In order to operate internationally or globally, they need 
to negotiate entry into other countries, adjust their operations to comply with the host country’s 
legal requirements, modify their products and services to reflect the religious and other cultural 
preferences of their foreign customers and deal with a variety of accounting and taxation systems 
and trade policies. They also employ people from all parts of the world. 
 Johnson and Vahlne (1977) maintain that MNCs begin the process of internationalisation 
progressively by initially opening sales offices in foreign markets and then gradually 
proceeding to implement more advanced stages of production. The intensity of 
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competition in the global marketplace has increased the need for business organisations to 
internationalise in order to increase market share, maintain profitability and expand 
operations. Such international firms might find investments in home markets less 
lucrative as a result of high operating costs. New markets in less-developed and emerging 
economies with liberalisation (the lessening of government regulations and restrictions in 
an economy of a country to enhance greater participation by private entities) and low cost 
of production might present opportunities in some host nations (McGuinness, Demirbag, 
& Bandara, 2013). Engagement with expatriates is necessary to take advantage of these 
possibilities to wholly or partially acquire new subsidiaries. Consequently, expatriates, 
due to the unique positions they occupy in foreign subsidiaries, continue to play a 
significant role in aiding MNCs to achieve their corporate objectives (Gregersen & Black, 
1990; Huff et al., 2014; Zeira & Banai, 1985; Zhang, 2012).  
2.2 International Human Resource Management 
The internationalisation of businesses and rapid technological progress demand increasing 
global mobility and flexibility in the workforce and work setting (OECD, 2008). As a 
result, more and more skilled workers search for international career opportunities, 
including expatriates (Carr, Inkson, & Thorn, 2005): there is a growing demand for 
culturally diverse and flexible employees with wide-ranging skill sets. Accordingly, 
labour mobility on a global scale is apparent, underscoring the importance of preparing a 
talent pool of expatriate managers for international roles in more challenging and 
culturally diverse work environments (Morley & Parkinson, 2015).     
International human resource management (IHRM) is broadly defined as the ‘study and 
application of all human resource management activities as they impact the process of 
managing human resources in enterprises in the global environment’ (Briscoe, Schuler, & 
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Claus, 2009, p.20). Bricoe et al. (2009) note further that human resource managers in the 
global arena must develop a global mind-set to enable them to effectively recruit and 
select the most qualified job candidates (either local employees or expatriates) for vacant 
positions,  as well as retain them, in the various subsidiaries so as to achieve the strategic 
objectives of MNCs. Ball, Geringer, McNett and Minor (2013) suggest that management 
of a company’s workforce is a shared responsibility, in that the human resource manager 
must work hand-in-hand with executives from different departments in order to formulate 
suitable policies and procedures for the following purposes: estimation of human resource 
needs; recruitment and selection; training and development; motivation; compensation;  
discipline and employment termination. Ball et al. (2013), add that finding the right 
people to manage an organisation can be difficult under any circumstances, but it is 
especially difficult to find good managers of overseas operations. The right person needs 
to be bicultural, with knowledge of business practices in the home country as well as an 
understanding of business practices and customs in the host country (p.426). It is 
therefore vital for human resource managers to be proactive, in order to gain a 
competitive advantage by aligning core human resource management processes and 
activities with the overall global strategy of the company. As acknowledged by human-
resource-management scholars, the effectiveness of every organisation depends, to a great 
extent, on the nature of the workforce and the efficacy with which the organisation makes 
use of its human resources (Ball et al., 2013; Schuler, Dowling, & De Cieri, 1993; Tayeb, 
2005). For a firm to outperform its competitors in the international arena, it must have the 
right people in the right postings (Hill, 2013). These individuals must be well equipped 
and supported to perform their assigned tasks effectively while behaving in a manner that 
is consistent with the desired culture of the firm. 
 
 
24 
  
Expatriate management is defined as those matters relating to the use of parent-country 
nationals (PCNs) and third-country nationals (TCNs) in the foreign subsidiaries of MNCs 
(Peterson, Napier, & Shul-Shim, 2000). To Scullion and Linehan (2005), expatriate 
management is largely concerned with those human resource management strategies, 
policies and practices pursued by companies in relation to the internationalisation of 
business. Thus, it is appropriate to submit that expatriate management incorporates all the 
human resource management activities implemented by organisations to ensure the most 
effective and efficient use of international assignees necessary to achieve the strategic 
objectives of the business. The key issues surrounding expatriate management considered 
in this study include staffing, cross-cultural training, cross-cultural adjustment and the 
HCNs attitudes toward expatriates. 
Expatriates are usually parent-country nationals of MNCs. They typically enjoy a 
rewarding experience with an advantageous compensation package and high social status 
within the host country (Bonache, 2006). The term ‘expatriate’ is used in the international 
human resource management literature to describe employees of MNCs on different types 
of foreign work assignments (Richardson & Mallon, 2005), although various researchers 
provide different definitions for the term. For example, Cohen (1977, p.6) defined an 
expatriate as a voluntary temporary migrant, usually from a wealthy country, who resides 
overseas for one of the following purposes:  
1. Business—private entrepreneurs, company representatives, managers and 
employees of foreign and multinational firms, foreign employees of local firms, 
professionals working abroad;  
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2. Mission—diplomatic and other governmental representatives, foreign aid 
personnel, representatives of foreign non-profit-making organisations, military 
stationed abroad, missionaries; 
3. Teaching, research and culture—academics, scientists (e.g., archaeologists, 
anthropologists) and artists;  
4. Leisure—owners of second homes abroad, the wealthy, the retired living abroad. 
Harry (2003) purports that an expatriate is an expert or manager employed outside his or 
her country of origin, either directly by the host company or as a staff member posted 
from a parent company to work in a host subsidiary. Similarly, Aycan (1997) defined 
expatriates as ‘employees of business or government organisations who are sent by their 
organisation to a related unit in a country, which is different from their own, to 
accomplish a job or organisation-related goal for a temporary time period’ (p.250). An 
expatriate is also defined as someone sent by an organisation, for at least 6 months, to 
manage or cooperate with others on an international assignment (Zhang, 2012). In 
addition, while Lin et al. (2012) describe an expatriate as a representative of the parent 
company, Ball et al. (2013, p.426) suggest that an expatriate is ‘a person living outside his 
or her country of citizenship’. Expatriates are therefore employed for short-term periods, 
sent abroad to share their expert knowledge as well as to train and mentor host country 
employees (Hemmasi et al., 2010). It has been recognised that expatriates who can 
function effectively are more likely to be valuable assets for achieving competitive 
advantage for organisations at all times (Zhang, 2012). As a result, expatriates are 
considered in this study as foreign nationals on international assignment playing the role 
of ambassadors of their parent companies, who most probably will return to their home 
country after the completion of the said assignment. Nevertheless, due to the complex 
nature of international assignments, companies now rely on both company-backed 
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expatriates and self-initiated expatriates (SIEs) to manage their foreign subsidiaries 
depending on the nature of the assignment (Doherty, Dickmann, & Mills, 2011; Froese & 
Peltokorpi, 2013; Peltokorpi & Froese, 2009).  
It follows that MNCs usually employ expatriates to fulfil their strategic intentions of 
exerting direct control and coordination of foreign affiliates, promoting knowledge 
transfer between headquarters and subsidiaries and developing international experience 
for individuals and global thinking within the organisation (Bossard & Peterson, 2005; 
Edström & Galbraith, 1977; Harzing, 2002; Harzing & Van Ruysseveldt, 2004). 
According to Reiche and Harzing (2011), these expatriates may be parent country 
nationals (who originate from the parent company country of the multinational 
corporation), third country nationals (those who are neither citizens of the parent nor the 
host country) or inpatriates (foreign nationals who reside and work in the parent country). 
Toh, DeNisi and Leonardelli (2012) pointed out that expatriate assignments could be 
regarded as a form of work transition, where the expatriate is tasked to perform a new role 
in a different cultural context.   
2.3 Expatriate Staffing 
Many multinational companies post expatriates and other professionals to overseas 
subsidiaries in order to maintain effective communication between their headquarters and 
the foreign subsidiaries and to indoctrinate the culture of the parent company in host 
country nationals. As early as 1977, Edström and Galbraith identified three reasons 
expatriates are posted to foreign subsidiaries by MNCs:  
1. to fill positions when there is a skill gap in the foreign subsidiary  
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2. for management development purposes by providing the manager with 
international experience with which to facilitate the performance of future 
important responsibilities within the foreign subsidiaries or parent company  
3. for organisational development, through which to change or maintain the structure 
and decision-making processes and control mechanisms within the organisation.  
In answering the question: why use expatriates rather than just hire local employees? Ball 
et al. (2013, p.437) concede that: 
Expatriates can bring technical or managerial skills that are scarce in the host country; they can help 
transfer or install companywide systems or cultures; they may provide a trusted connection for 
facilitating oversight or control over foreign operations, whether it is a new endeavour or an 
operation that is already in existence; or the international assignment may enable the expat to 
develop the skills and experiences that will allow a subsequent promotion into leadership positions 
of greater scope and responsibility within the international company. 
Whether MNCs succeed or fail in their foreign subsidiaries greatly depends on their 
international staffing strategy (Dowling, Festing, & Engle, 2008; Hendry, 1994; Kang & 
Shen, 2014; Shen & Edwards, 2004). Pucik (1998) and Shen (2006) note that expatriates 
are crucial in filling positions where technical know-how is lacking or where the authority 
of the administration system of the organisation needs to be upheld in a more direct 
manner. To achieve this, MNCs initially dispatched only parent-company staff to foreign 
subsidiaries but as businesses have become more globalised the use of third-country 
nationals has been intensified, especially in developing countries with few qualified and 
skilled personnel (Ball et al., 2013; Tungli & Peiperl, 2009). Kang and Shen (2014), in a 
review of literature on international human resource management policies and practices of 
South Korean multinational enterprises (MNEs), observe that Korean MNEs are changing 
their staffing requirements from a total dependence on home-country staff occupying key 
positions (ethnocentric staffing) to developing local employees for key positions in the 
host country (polycentric staffing). Individual MNCs have choices to make between using 
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ethnocentric, polycentric, regiocentric and geocentric staffing policies that will be 
consistent with the company’s approach to international human resource management 
(IHRM) practices (Ball et al., 2013; Heenan & Perlmutter, 1979; Lin et al., 2012; Tayeb, 
2005). Whichever staffing policy is embraced, Chang, Gong and Peng (2012) suggest that 
MNCs should not only focus on technical skills when selecting expatriates for 
international assignments but also take into consideration the competencies these 
expatriates possess in knowledge transfer.    
Heenan and Perlmutter (1979) developed a model that reflects these four staffing policies 
in order to determine the organisation’s approach to managing its human resources. 
Companies adopt an ethnocentric staffing policy when headquarters makes all decisions 
using the home country’s frame of reference. The ethnocentric staffing requires the 
employment of parent country nationals (PCNs) to fill key managerial and technical 
positions in foreign subsidiaries. HCNs, irrespective of their competency, are not 
considered for such positions. Nationality and cultural background are the ultimate 
criteria for recruitment, disregarding the principle of no discrimination (Oltra, Bonache, 
& Brewster, 2013). Hill (2013) identified three main reasons why firms pursue an 
ethnocentric staffing policy: a lack of qualified individuals from the host country to fill 
senior management positions; a desire to maintain a unified corporate culture; and to 
establish the transference of core competencies to the foreign subsidiary.  
Commenting on this staffing policy, Mayrhofer and Brewster (1996) argue that 
ethnocentric staffing practices are more common in MNCs in general than is the 
dominance of an overall ethnocentric orientation in management practices. MNCs 
employing an ethnocentric staffing policy are more inclined toward using parent-country 
nationals to occupy top-management positions in foreign subsidiaries but are willing to 
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embrace best-management practices to ensure their companies remain competitive. This 
implies that MNCs are not typically ethnocentric and may only behave ethnocentrically as 
far as expatriation policies are concerned by not attempting to replicate abroad all the 
things that are done in the parent company (Oltra et al., 2013). The advantages of using 
this strategy are that: (a) the human resource management practices that have proven to 
deliver superior performance at their headquarters can be adopted in foreign subsidiaries; 
(b) consistency and the adoption of a unified approach to the management of the 
company’s workforce is ensured; and (c) the experience of PCNs is enhanced for higher 
level managerial positions in future at the headquarters (Ball et al., 2013; Tayeb, 2005). 
Despite the advantages of the ethnocentric staffing policy, the policy is no longer popular 
in most international businesses because it limits career advancement opportunities for 
host-country nationals and can also lead to cultural ‘myopia’, where the firm fails to 
understand host-country cultural differences that require different approaches to 
marketing and management (Hill, 2013).    
Polycentric staffing involves MNCs hiring HCNs for subsidiaries and PCNs for 
headquarters positions thus allowing their subsidiaries freedom to act as they see fit, with 
due consideration to local conditions, and to adopt the dominant HRM policies and 
practices in the individual host country. Attesting to the advantages of using HCNs, 
Tayeb (2005) contends that, as the subsidiaries’ HRM policies are in tune with the host 
country’s local culture and environment, they are easier to implement and result in the 
achievement of desired outcomes. The HCNs have greater cultural understanding of the 
workforce and better interpersonal skills and the recruitment and selection costs of 
engaging them are relatively low compared with the costs (which include the relocation 
expenses of the expatriate’s family) of employing PCNs (Ball et al., 2013; Kang & Shen, 
2014). Hill (2013) adds that, irrespective of the desire of MNCs to build a truly global 
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enterprise with a global workforce, the reality is that HRM practices would have to be 
modified to suit the host-country context. However, the local managers are often 
unfamiliar with the home-country’s corporate culture, policies, and practices. They may 
also become what Tayeb describes as ‘loose cannons’, not acting in harmony with the 
parent company’s management policies and overall strategy (Tayeb, 2005). Furthermore, 
‘local managers may create their own upward immobility if, because of strong cultural or 
family ties, they are reluctant to accept promotions that would require them to leave the 
country to work at parent headquarters or at another subsidiary’ (Ball et al., 2013, p.433). 
Ultimately, this policy may lead to a lack of integration between corporate headquarters 
and the various foreign subsidiaries (Hill, 2013). 
The third staffing policy is regiocentric. With regiocentric staffing policy, regional 
employees, especially HCNs and third country nationals (TCNs) are selected for key 
positions. MNCs with a regional strategic approach (with slightly higher pressures for 
cost reduction and slightly lower pressures for local responsiveness than the multi-
domestic strategy) can embrace a regiocentric staffing approach. Ball et al. (2013) note 
that engaging TCNs to occupy key managerial positions can sometimes circumvent the 
disadvantages often associated with using HCNs. It is worth noting that TCNs may have a 
very good working-knowledge of the host country’s culture or may even speak the local 
language of the host country nationals. Also, the salary and benefit packages for TCNs 
are usually less when compared with that of parent-country nationals (Hodgetts et al., 
2006). Reynolds (1997) advanced three benefits associated with using TCNs: TCNs can 
assist MNCs in achieving corporate objectives more effectively than PCNs and HCNs 
since they have a deeper understanding of the company’s policies from the perspective of 
a foreigner; they are also used as substitutes for PCNs in a new and growing operations 
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due to their broader outlook of how the business should be operated and can demonstrate 
a global or transnational image and bring unique cross-cultural skills to the relationship. 
Finally, geocentric staffing policy demands that MNCs select the best person for each job 
without considering national origin and can therefore capitalise on the advantages of each 
staffing policy. In a geocentric staffing orientation, the basic criterion for recruiting 
expatriates is grounded on merit rather than nationality (Oltra et al., 2013). Although this 
staffing orientation was quite unusual within MNCs in the early 2000s (Harzing, 2002), 
there has been a sharp shift toward its adoption by many MNCs in recent years (Hill, 
2013). MNCs implementing the geocentric staffing policy borrow best practices from 
across the company’s worldwide subsidiaries rather than using only practices found at 
their headquarters. This strategy ensures consistency in HRM policies and practices 
across subsidiaries in the form of standard operating procedures and manuals, formalised 
rules and regulations, annual budget, various achievement targets and monitoring 
mechanisms. An obvious disadvantage of the geocentric policy is that, as it tends to 
ignore the host-country company’s organisational culture, the subsidiary might 
completely deviate from the local ways of doing things (Heenan & Perlmutter, 1979; 
Tayeb, 2005; Ball et al., 2013). This notwithstanding, companies pursuing this staffing 
policy ‘may be better able to create value from the pursuit of experience curve and 
location economies and from the multidirectional transfer of core competencies than firms 
pursuing other staffing policies’ (Hill, 2013, p.620).  
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Table 2.1 Strategic approach, organisational concerns and IHRM approach to be used 
Source: Adapted from Heenan, D., & Perlmutter, H. (1979). Multinational Organisation Development. Boston: Addison-Wesley. 
Aspects of the Enterprise 
Orientation 
Ethnocentric Polycentric Regiocentric Geocentric 
Primary strategic  
orientation/stage 
Perpetuation (recruiting, 
staffing, development) 
Home replication Multidomestic Regional Transnational 
People of home country 
developed for key positions 
anywhere in the world 
People of local nationality 
developed for key positions in 
their own country 
Regional people developed for key 
positions anywhere in the region 
Best people from anywhere in 
the world developed for key 
positions anywhere in the world 
Complexity of the organisation 
Complex in home country, 
simple in subsidiaries 
Varied and independent 
Highly interdependent on a regional 
basis 
Global Web, complex, 
independent, worldwide 
alliances/network 
Authority, decision making High in headquarters Relatively low in headquarters 
High regional headquarters and/or 
high collaboration among 
subsidiaries 
Collaboration of headquarters 
and subsidiaries around the 
world 
Evaluation and control 
Home standards applied to 
people and performance 
Determined locally Determined regionally Globally integrated 
Rewards 
High in headquarters, low in 
subsidiaries 
Wide variations, can be high or 
low rewards for subsidiary 
performance 
Rewards for contributing to regional 
objectives 
Rewards to international and 
local executives for reaching 
local and world-wide objectives 
based on global company goals 
Communication, information 
flow 
High volume of orders, 
commands, advice to 
subsidiaries 
Little  to and from headquarters, 
little among subsidiaries 
Little to and from corporate 
headquarters, but may be high to 
and from regional headquarters and 
among countries 
Horizontal, network relations 
Geographical identification Nationality of owner Nationality of host country Regional company 
Truly global company, but 
identifying with national 
interests (“glocal”) 
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2.4 Cross-cultural Training 
Cross-cultural training (CCT) has been recognised as one of the most crucial international 
human resource management activities which, when effectively carried out, has a 
significant impact on expatriate adaptation to international assignments (Dowling & 
Welch, 2004; Kamoche, 1996; Okpara & Kabongo, 2011). The main purpose of cross-
cultural training is to expose the expatriate to the similarities in and the variations 
inherent in the host- and home-countries’ cultures. This particular training is customarily 
designed to enhance the assignee’s ability to effectively adjust to unfamiliar cultures and 
the host country’s way of doing things. Selmer and Lauring (2009) maintain that CCT 
aims at teaching an expatriate from one culture to be able to successfully interact with 
members of another culture. Cross-cultural training has been broadly acknowledged as an 
important technique for enhancing expatriates’ cross-cultural effectiveness and for 
minimising the premature return of an expatriate (Lievens, Harris, Keer, & Bisqueret, 
2003; Okpara & Kabongo, 2011; Selmer & Lauring, 2009). Consequently, many MNCs 
provide CCT to teach expatriates the host country’s norms and appropriate behaviours 
(Caligiuri, Phillips, Lazarova, Tarique, & Burgi, 2001; Puck et al., 2008).    
Levy (1995, p.1) defined CCT as ‘a cohesive series of events or activities designed to 
develop cultural self-awareness, culturally appropriate behavioural responses or skills, 
and a positive orientation toward other cultures’. CCT is mainly designed and provided 
for employees who work and interact with members of other societies and cultures mostly 
different from those of the employee. Landis, Bennett and Bennett (2004) suggest that 
CCT is the educative process used to improve intercultural learning needed for successful 
interaction in diverse cultures. It is intended to augment the knowledge, skills, and 
abilities of expatriates so they can effectively adjust to and operate efficiently within the 
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new and unfamiliar culture of the host country (Brewster & Pickard, 1994; Harris & 
Brewster, 1999; Caligiuri et al., 2001; Puck et al., 2008). 
Scholars have identified three main objectives of CCT: (a) to enable the expatriate to 
determine beforehand the appropriate cultural behaviours in the host country and the 
correct ways of performing essential tasks (Black & Mendenhall, 1990; Brewster & 
Pickard, 1994; Caligiuri et al., 2001); (b) to assist him or her to cope with unforeseen 
events in the new culture so as to reduce conflict due to unexpected situations and actions 
(Earley, 1987); and (c) to create genuine expectations, without surprises, of the expatriate 
with respect to living and working in the host country (Black & Mendenhall, 1990; Black 
et al., 1991). According to Puck et al. (2008), the purpose of CCT does not include 
training the expatriate on how to behave; rather it aims at increasing his or her cultural 
awareness in order to permit faster learning processes. From whichever perspective it is 
considered, CCT assists expatriates to understand and acknowledge the differences and 
similarities between the individual’s home-country culture and the culture of the host 
country and so ease acclimatisation. Hence, the fundamental objective of CCT is to 
educate members of one culture to interact effectively with members of another culture, 
and to predispose them to a rapid adjustment to their new job roles (Okpara & Kabongo, 
2011). 
A number of studies found a significant relationship between CCT and expatriate 
adjustment. For example, Black and Mendenhall (1990) studied the effectiveness of CCT 
in relation to an expatriate’s cross-cultural skills development, adjustment and 
performance by reviewing 29 empirical studies. They discovered that CCT had a positive 
impact on an individual’s skills development, adjustment to the across-cultural 
environment and to his or her job-related performance. Deshpande and Viswesvaran 
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(1992) also suggest that CCT in MNCs has a significant impact on expatriate cross-
cultural adjustment, cross-cultural skills development and job performance of individuals. 
Another study found that expatriates and their spouses are inclined toward CCT 
procedures since they are confident it empowers them to cope better with the challenges 
of the culture of the host country (Brewster & Pickard, 1994). Likewise, Osman-Gani and 
Rockstuhl (2009) confirmed that the positive effects of CCT on expatriate adjustment are 
attributed to an increase in self-efficacy resulting from the training. Romero (2002) also 
argues that there exists a positive relationship between CCT and work-related 
effectiveness of expatriates and Waxin and Panaccio (2005) reported that CCT enhances 
all three facets of expatriates’ adjustment (work, interaction and general). It is therefore 
not surprising for Hawley (1999) to conclude that cross-cultural training is the key to 
effective successful expatriate assignments.   
Despite the positive results of the effectiveness of CCT cited above, other studies have 
cast some doubts on its usefulness. Puck et al. (2008) examined 339 German expatriates 
on assignment in locations all over the world and did not provide empirical evidence for 
the supposed impact of CCT on expatriate adjustment, finding that language played a 
central role and was a necessity for adjustment. Even though Selmer (2005) found that 
cultural training had only a weak positive correlation with the work adjustment of 
expatriates in joint ventures on one hand, and no association with work adjustment for 
Western managers on the other hand, a recent similar study by him underscored the 
importance of CCT for business expatriates on international assignment in China (Berrell 
& Selmer, 2009). The findings of Selmer’s study suggest that CCT aims at improving 
principal managerial activities that are useful in aiding expatriates become better 
managers in their new work environment. Subsequently, CCT has become a useful 
technique in enriching expatriates’ adjustment in the host country. Overall, scholars seem 
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to agree that CCT programs are effective in facilitating international assignees’ 
adjustment (Black & Mendenhall, 1990; Despande & Viswesvaran, 1992; Okpara & 
Kabongo, 2011; Selmer, 2010; Waxin & Panaccio, 2005). As a result, cross-cultural 
training programs remain readily available and an increasing number of companies are 
making it mandatory for employees and their spouses (Brookfield, 2013).  
Brislin (1979) recommends three techniques that can be used in CCT: cognitive, affective 
and behavioural. The cognitive approach relates to the diffusion of information on a 
foreign cultural environment using non-participative sessions (Waxin & Panaccio, 2005). 
The affective technique aims to incite individual reactions so that the trainee can learn to 
deal with critical cultural incidents associated with the host country while the behavioural 
approach aims to improve the trainee’s ability to adjust to the host country’s 
communication style and to establish useful relationships with members of another 
culture (Waxin & Panaccio, 2005). 
2.4.1 Types of Cross-cultural Training 
Since human capital remains the most important source of competitive advantage for 
MNCs, a well-trained and educated global workforce is crucial to achieving success in the 
global marketplace (Briscoe et al., 2009). Studies identified three types of CCT namely: 
pre-departure training, post-arrival training and sequential training (Selmer & Lauring, 
2009; Selmer, Torbiorn, & de Leone, 1998) and have pointed to its importance in 
maximising the benefits to be gained from the expatriate career exploit. As the name 
suggests, pre-departure training is offered to expatriates prior to their arrival in the host 
country. Conventionally, pre-departure CCT is provided approximately four weeks prior 
to the departure of the expatriate. For this type of training to achieve its aim, it should be 
provided when the trainees are ready and motivated to learn and the trainer must be 
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competent in facilitating the program (Grove & Torbiorn, 1985; Nam, Cho, & Lee, 2014). 
Pre-departure training has been identified as an appropriate tool for successfully adjusting 
employees to a foreign environment (Puck et al., 2008). Koo Moon, Choi and Jung (2012) 
contend that pre-departure CCT is also important for the development of cultural 
intelligence. 
One major problem associated with pre-departure training is the ability of the trainee to 
contextualise the training program. This is because the trainee’s concept of the normal is 
still deeply rooted in the home culture (Triandis, 1986). Therefore, a trainee may find the 
issues under discussion unrealistic, exotic or simply picturesque. At the end of the course, 
a trainee could simply end up with a set of stereotypical ideas about the host culture 
(Selmer, 2010), although Grove and Torbiorn (1985) assert that the total effect of pre-
departure CCT is to help the trainee to ‘unlearn’ some features of his or her home culture, 
rather than to make him or her adopt any behavioural norms of the host culture. 
Post-arrival training, the second type of CCT, is provided to the expatriate after arrival in 
the host country. Studies acknowledge that certain types of CCT are considerably more 
effective if they are delivered after the arrival of the expatriate (Gudykunst, Guzley, & 
Hammer, 1996; Selmer, Torbiorn, & de Leon, 1998). The assumption is that by the time 
such training is offered, the expatriate might have some understanding of the host-country 
culture. Torbiorn (1994) suggests that post-arrival CCT should focus on structures and 
relationships relevant to the culture of the host country: the world-view, mentality, values, 
living patterns and social structure of its citizens    
Sequential CCT is designed to progress in stages starting at pre-departure and continuing 
throughout the post-arrival phases. This type of training intends to provide continuous 
guidance to incrementally restructuring the expatriate’s frame of reference to achieve 
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greater consistency within the host culture. According to Selmer and Lauring (2009, 
p.44), ‘the relevance of sequential CCT has three prerequisites. First, it is assumed that 
the individual encounters a vastly different social environment, such that the expatriate 
has no option but to accommodate a great number of previously unknown situations. 
Second, the transfer of the foreign culture is relatively sudden, not necessarily unexpected 
but within a short period of time. Third, although expatriate assignments are temporary, 
the application of sequential CCT presumes that the individual remains in the host culture 
long enough for the frame of reference to be restructured and the new behaviours to be 
learned’.   
Tung (1981) suggests five basic training programs that can be used in CCT to assist 
expatriates. These are: (a) didactic training; (b) language training; (c) Cultural 
assimilation; (d) sensitivity training; and (e) field experience. It is important for 
organisations to select the training method that matches the type of assignment. The 
choice should be contingent upon two dominant factors: the extent to which the culture of 
origin is similar to the host culture and the degree of interpersonal interaction between the 
expatriate manager and the host-country’s inhabitants (Tung, 1981). Gertsen (1990) 
maintains that CCT can be categorised into two major groups namely: conventional 
training, in which information is transmitted through a unidirectional communication, as 
it is the case in colleges, universities and management development centres; and 
experimental training, where the trainer encourages the trainees to participate by 
simulating real-life and hands-on situations. It is worth noting that, whatever form CCT 
may take, its aim is to enhance the quick adjustment of the expatriate to a different 
cultural settings. The comprehensiveness of the CCT design is more important than the 
length of the program (Moon, Choi, & Jung, 2012).  
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2.5 Cross-cultural Adjustment  
Although expatriation denotes the preferred staffing strategy for MNCs who are keen to 
widen their scope of operations, cultural diversity in globalisation presents countless 
challenges—constant evaluation is required to determine whether multinationals have 
developed the right calibre of staff to readily adjust and function effectively in their 
foreign subsidiaries (Bhaskar-Shrinivas et al., 2005; Tung, 1981; Zhang, 2012). Whether 
expatriates succeed, or not, on international assignment depends, to a large extent, on 
their cross-cultural adjustment to the host country (Caligiuri, 1997; Mezias & Scandura, 
2005; Tung, 1998). The term cross-cultural adjustment (CCA) refers to the key process of 
change an individual undergoes in adjusting to different environments (Caligiuri, 2000). It 
is a psychological outcome connected with an individual’s adaptation to a new 
environment.  
Among the most frequently cited reasons for expatriate failure is CCA, which has become 
a critical factor for expatriate effectiveness in global business (Takeuchi, Yun, & Tesluk, 
2002; Templer, Tay, & Chandrasekar, 2006). Other reasons reported are family-related 
challenges, including lack of language skills; the inability of the expatriate’s spouse and 
children to adapt to the host country’s culture; and family instability and inability to adapt 
(Flynn, 1995; Takeuchi et al., 2002). The inability of the expatriates to adjust to the 
various aspects of the host country and function effectively can be attributed to socio-
cultural factors (Malek & Budhwar, 2013; Pomeroy, 2006). The ability to adjust to 
differences in cultures and specific host-country values and norms plays a significant role 
in successful expatriation.  
In his study of Norwegian Fulbright scholars in the United States, Lysgaard (1955) 
proposed the stage theory of cross-cultural adaptation. He pointed out that the greatest 
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adjustment difficulties were experienced by individuals who had resided abroad 6–12 
months compared to either those who had been in a foreign country less than 6 months or 
more than 18 months; Lysgaard (1955, p.50) stated: 
Adjustment as a process over time seems to follow a U-shaped curve: adjustment is felt to be 
easy and successful to begin with; then follows a ‘crisis’ in which one feels less well-
adjusted, somewhat lonely and unhappy; finally one begins to feel better adjusted again, 
becoming more integrated into the foreign community.  
Oberg conducted a similar study on cross-cultural adaptation in 1960 outlining the key 
elements of the concept of culture shock. He described culture shock as an occupational 
disease of people who have been suddenly transplanted abroad. Culture shock is 
commonly associated with negative psychological symptoms such as fear, anxiety, anger 
and feelings of helplessness. Oberg (1960, 2006) argued that, although sojourners 
typically move through the stages of culture shock and eventually achieve satisfactory 
adjustment, some never recover and leave their field of endeavour. Typically, the 
experience of cross-cultural transition begins with a ‘honeymoon’ stage of enthusiasm 
and fascination with the new cultural environment. In this initial stage, the individual 
becomes excited about all the new and interesting ‘sights and sounds’. This initial cultural 
infatuation is followed by a period of crisis, distress, hostility and withdrawal (the culture 
shock stage) as the individual must cope seriously with living in the new culture on a day-
to-day basis. The third stage, the adjustment stage, is characterised by gradually adapting 
to the new culture and learning how to behave appropriately in line with the cultural 
norms and values of the host country. The fourth stage, the mastery stage, is characterised 
by incremental increases in the individual’s ability to function effectively in the new 
culture (Black & Mendenhall, 1991; Ward, Okura, Kennedy, & Kojima, 1998).    
Scholars have applied the U-curve hypothesis to diverse forms of adjustment including, 
but not limited to, social interaction with hosts, attitudes, host culture perceptions, 
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culture-specific knowledge, homesickness and academic performance (Chang, 1973; 
Davis, 1971; Scott, 1956; Sewell & Davidsen, 1961; Torbiorn, 1982).  
Figure 2.1 Degree of adjustment 
     
 
 
 
 
 
 
 
 
 
Source: Black and Mendenhall (1991). 
Scholars have criticised the U-curve theory (UCT) from different viewpoints. For 
example, Black and Mendenhall (1991) argue that the theory is more a description of 
phases of adjustment than a theoretical framework of how and why individuals move 
from one stage to the next. Based on this criticism, they suggested social learning theory 
(SLT) as a way of understanding the process of expatriate adjustment—individuals 
adjusting to new cultures can be assumed to be involved in a learning process—and 
concluded that a SLT perspective on the expatriate experience is consistent with either a 
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U-curve, J-shaped or linear processes of adjustment pattern. Ward et al. (1998, p.290) 
contend that, ‘despite its popular and intuitive appeal, the U-curve model of sojourner 
adjustment should be rejected and more promising conceptual perspectives such as stress 
and coping theories and culture learning approaches should be further and more profitably 
investigated’. Bhaskar-Shrinivas et al. (2005), in their studies on adjustment process 
added a model of a sideways ‘S’ curve, which is quite similar to the traditional U-shaped 
curve, emphasising that the early months’ adjustment experience should receive research 
attention.  
The CCA process demands that the expatriate spend some time identifying inappropriate 
behaviour that should be eschewed and learn appropriate behaviours within the host 
culture. The term acculturation is generally used in reference to the process of change that 
occurs as a consequence of continuous, first-hand contact between two or more cultural 
groups (Ward, 1996; Berry, 1999).  The assumption is that an individual in contact with a 
foreign culture undergoes the phases of acculturating stress in an ascending order (Berry, 
1999). When this stress is at a crisis level, an individual is likely to choose among the four 
coping strategies of acculturation: (a) integration—high identification with both home and 
host cultures; (b) assimilation—high identification with the host culture but weak 
identification with the home culture; (c) separation—high identification with the home 
culture but weak identification with the host culture; and (d) marginalisation—weak 
identification with both home and host cultures. It is reasoned that valuing both 
acculturation to home and host cultures may be essential for most favourable adjustment 
(Berry, Poortinga, & Pandey, 1997). 
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2.6 Perceived Organisational Support 
Studies on POS began with the belief that employees will remain loyal and committed to 
the organisation if managers are generally concerned about employees’ well-being and 
value their commitment to the organisation (Eisenberger, Jones, Aselage, & Sucharski, 
2004). These researchers note that the organisation functions as a crucial provider of 
socio-emotional support, such as respect and caring, as well as tangible benefits, such as 
wages and medical insurance for their employees. Leveson, Joiner and Bakalis (2009) 
argue that POS mirrors employee perceptions of the organisation’s willingness to reward 
improved work effort as well as satisfaction of their socio-emotional needs. By exhibiting 
a high positive regard toward employees, the organisation helps to gratify its employees’ 
need for approval, esteem and affiliation (Eisenberger et al., 2004; Rhoades & 
Eisenberger, 2002). Employees’ emotional attachment to the organisation often leads to 
favourable organisational outcomes such as enhanced performance, reduced absenteeism 
and a low rate of employee turnover (Mathieu & Zajac, 1990; Meyer & Allen, 1997; 
Mowday, Porter, & Steers, 2013; Porter & Steers, 1973; Rhoades & Eisenberger, 2002). 
According to organisational support theorists, in order to fulfil their socio-emotional 
needs and determine the readiness of the organisation to remunerate enhanced work 
effort, employees develop a universal belief concerning the extent to which the 
organisation values their contributions and cares about their well-being (Eisenberger et 
al., 1986; Eisenberger et al., 2004; Shore & Shore, 1995; Rhoades & Eisenberger, 2002). 
POS is also considered as assurance that assistance will be available from the organisation 
when it is needed to carry out one’s job effectively or to deal with stressful situations 
(George, Reed, Ballard, Colin, & Fielding, 1993). As such, POS is likely to increase 
employees’ feelings of obligation to help the organisation achieve its objectives, their 
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affective commitment to the organisation and their belief that improved performance will 
be rewarded (Eisenberger et al., 2004).  
Eisenberger et al. (1986) suggest that the development of POS is reinforced by 
employees’ tendency to ascribe humanlike characteristics to the organisation. 
Accordingly, the actions taken by organisational representatives are often regarded as 
indications of the organisation’s intent rather than attributed solely to the representative’s 
personal ambitions (Levinson, 1965). Levinson comments further that this personification 
of the organisation is strengthened by its legal, moral and financial liability for the actions 
of its agents. Its organisational policies, norms, values and culture provide continuity and 
prescribe role behaviours, including the exercise of power of the organisation over 
individual employees. As a result, employees tend, to some extent, to consider their 
relationship with the organisation akin to a relationship between themselves and a more 
powerful individual (Eisenberger et al., 2004).  
On the basis of such perception, employees view their favourable or unfavourable 
treatment as an indication that the organisation believes they are valuable, or otherwise. 
Correspondingly, employees feel obligated to reciprocate POS with increased loyalty, 
effort, commitment and performance because of the norm of reciprocity (Allen & 
Shanock, 2013; Blau, 1964; Coyle-Shapiro & Conway, 2005; Gouldner, 1960; Kraime & 
Wayne, 2004; Rhoades & Eisenberger, 2002; Shore & Wayne, 1993). Similarly, Chen, 
Aryee and Lee (2005, p.465) note that ‘the favourable treatment that employees receive 
from the organisation creates an opportunity for the organisation not only to initiate a 
social exchange relationship with its employees, but also to demonstrate its 
trustworthiness in the eyes of employees’. 
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Researchers have acknowledged that POS plays a crucial role in the socialisation process 
of new recruits regarding the different scopes of the new job. For example, Bauer and 
Green (1998) argue that, when new employees feel supported, they are more secure in 
their identity as a learner and, free from the fear of loss of status if they make a mistake, 
are motivated to be active participants during the instruction process. Indeed, POS 
significantly moderates the relationship between socialisation tactics and three important 
socialisation outcomes: learning the job; understanding work-group norms; and role 
innovation (Perrot et al., 2014). 
2.6.1 Antecedents of POS 
In line with the fundamental assumptions of organisational support theory (OST), three 
general forms of favourable treatment—fairness, supervisor support and appropriate 
human resource practices—received from the organisation are likely to enhance POS 
(Eisenberger et al., 1986; Eisenberger et al., 2004; Rhoades & Eisenberger, 2002). The 
contributions of these three antecedents to POS are briefly discussed here. 
Fairness of treatment: Fairness is often discussed in terms of distributive and procedural 
justice. Distributive justice primarily relates to fairness regarding the distribution of 
outcomes while procedural justice concerns the fairness of a decision process and is used 
to explain employee reactions to what they perceived as fair or unfair decision processes 
(Greenberg, 1990). Shore and Shore (1995) contend that repeated occurrences of fair 
treatment are expected to have a strong cumulative effect on POS by indicating a concern 
for the employees’ welfare. They contend that there is the probability of procedural 
justice having a stronger effect on POS than distributive justice. This is because 
employees frequently do not benefit from organisational outcomes such as promotions 
and pay rises; as much as they are exposed to instances of unfair procedural justices on a 
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daily basis. Since Shore and Shore’s contribution, other studies have found procedural 
justice has contributed more strongly to POS than distributive justice when the two 
dimensions of fairness are compared (Fasolo, 1995; Wayne, Shore, Bommer, & Tetrick, 
2002). Consistent with this view, Moorman et al. (1998) found that POS fully mediated 
the relationship between procedural justice and extra-role behaviour. 
Supervisor support: Employees form global beliefs relating to the extent to which 
supervisors value their contributions and care about their well-being (Kottke & 
Sharafinski, 1988). In the view of OST, employees integrate the favourable treatment 
received from different organisational agents and units into an overall perception of 
organisational support. This is because supervisors, acting as representatives of the 
organisation, are mandated to provide leadership and evaluate subordinates’ job related 
performance. Employees, on the other hand, perceive their supervisors’ favourable or 
unfavourable orientation toward them as indicative of the organisation’s support 
(Eisenberger et al., 1986; Eisenberger et al., 2004; Levinson, 1965). Eisenberger et al. 
(2004) suggest that such treatments received from an organisational agent contribute to 
POS to the extent that the actions of the agent are believed to be authorised and 
encouraged by the organisation rather than ascribed to the personal motives and the self-
interest of the agent.  
In addition, employees understand that top management receives feedback from 
supervisors relating to the evaluation of their performance, which further strengthens the 
employees’ association of supervisor support with POS. Furthermore, the perceived status 
of an agent would be greatly influenced by the agent’s official position in the 
organisational hierarchy. This status is also influenced by the degree to which positive 
evaluation and regard is extended to the employees by the organisation, the degree of job 
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autonomy afforded them and how influential the agent is in terms of organisational 
decisions (Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & Rhoades, 2002; 
Eisenberger et al., 2004). Fair or unfair treatment received from high-status 
representatives, who are highly identified with the organisation, would have an increased 
influence on POS. Consistent with this observation, Eisenberger et al. (2002) found that 
the relationship between perceived supervisor support and POS increased with the status 
employees attributed to their superiors. 
Human resource practices: HR practices have, to a large extent, the potential to either 
positively or negatively contribute to POS because they are specifically focused on the 
employee. HR practices that are perceived to be favourable, leading to investment in 
human capital, and which demonstrate recognition of employee contributions have been 
found to promote POS (Allen, Shore, & Griffeth, 2003; Shore & Shore, 1995). Studies 
have found a strong association between POS and HR practices such as recognition, 
training, job security, autonomy, participation in decision-making and opportunities for 
rewards and promotions (Allen et al., 2003; Wayne, Shore, & Liden, 1997; Eisenberger, 
Rhoades, & Cameron, 1999; Rhoades & Eisenberger, 2002). Eisenberger et al. (2004) 
argue that the favourableness of a specific HR practice should enhance POS to the point 
that it is attributed to the voluntary, intentional actions of the organisation. Further, Tsui, 
Pearce, Porter and Tripoli (1997) establish that employees whose organisations invested 
valued resources in them, in the form of job security and career development 
opportunities, showed greater affective commitment and higher performance. 
Furthermore, Shore and Barksdale (1998) found that employees who reported strong 
mutual obligations between themselves and their organisations had higher levels of POS 
than employees who reported low mutual obligations between themselves and the 
company in which they work. 
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2.6.2 POS and Social Exchange Theory 
POS is grounded in social exchange theory and relies on the norm of reciprocity, 
nonspecific obligations and trust as the relevant instruments for clarifying the 
consequences on employee attitudes and behaviour (Blau, 1964; Eisenberger, Cummings, 
Armeli, & Lynch, 1997; Gouldner, 1960; Rhoades & Eisenberger, 2002). The 
fundamental supposition of the social exchange theory is that employees in an 
employment relationship would feel obligated to trade-off the organisation’s supportive 
work environment with both their social and emotional resources such as commitment, 
trust, attachment and loyalty (Brief & Motowidlo, 1986; Levinson, 1965; van der 
Heijden, van Engen, & Paauwe, 2009). Coyle-Shapiro and Conway (2005) add that 
individuals exchange resources and strive for a balance in the exchange relationship. The 
reciprocity exchange rule suggests that, when one person treats another well, there is an 
obligation to return that favourable treatment. In other words employees receiving a 
favourable work decision outcome will be more inclined to reciprocate in a favourable 
way to the organisation by engaging in organisational citizenship behaviour (Farzaneh, 
Dehghanphour, Farashah, & Kazemi, 2014; Gouldner, 1960; Rhoades, Eisenberger, & 
Armeli, 2001). Accordingly, the application of the norm of reciprocity in an employment 
relationship naturally results in mutual benefits for both employees and the organisation. 
Attesting to this positive relationship in the exchange process, Lilly (2015) reports that 
employees engage in higher levels of organisational citizenship behaviour when their 
supervisors exhibit high levels of leadership behaviour and vice versa, regardless of 
whether that leader behaviour is relationship-oriented or task-oriented.  
In addition to reciprocity, other behaviours are also associated with social exchange. 
Meeker (1971) describes six different exchange rules: reciprocity, rationality, altruism, 
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competition, group-gain and status consistency. He suggests that exchange behaviour can 
follow one or more of these exchange rules depending upon the rewards and costs (the 
goal structure) perceived by the parties involved in the exchange relationship. Lilly 
(2015) adds that an individual’s perception of rewards and costs to themselves and other 
parties in an exchange relationship determines that individual’s goal structure, 
occasioning the subsequent exchange behaviour. Social exchange scholars concede that 
the exchange could be more than mere reciprocity of equivalent proportions. For instance, 
relational exchange encourages employees to give more time and energy to the 
organisation and to behave in a way that is beyond expectations, without being compelled 
by the employer. It follows that employees who experience satisfactory outcomes from an 
organisation will, in return, contribute in ways that are much greater than anticipated 
(Karriker & Williams, 2009; Lilly, 2015; Meeker, 1971; Rousseau & McLean Parks, 
1992). Therefore, organisations that are perceived as caring and supportive, as a result of 
HRM and employee-friendly policies, are likely to benefit greatly from employees’ 
commitment, sacrifice and a positive attitude toward work and the organisation at large. 
Rhoades and Eisenberger (2002) maintain that supportive human resource practices, 
favourable job conditions and work experience, such as supervisor support and procedural 
justice, have a strong relationship with the perceived level of support. 
2.6.3 POS and Psychological Contract  
A psychological contract reflects an employee’s subjective beliefs regarding the terms 
and conditions of engagement as well as mutual obligations between the employee and 
the employer that are based on promises inferred from the employee’s interpretations of 
verbal and written contracts and observations of repeated patterns of exchange with the 
employer (Rousseau, 1989, 1990, 1995). According to Rousseau (1989), psychological 
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contracts consist of different kinds of mental models or schemas that employees hold 
regarding reciprocal obligations in the workplace. As the psychological contract reflects 
employees and employers’ perceptions, the two parties may differ in their interpretation 
of its content and the degree to which each party is satisfied with the fulfilment of the 
mutual obligations (Coyle-Shapiro & Kessler, 2000). Scholars maintain that fulfilment of 
the psychological contract has a significant positive effect on employee attitudes, 
behaviour and performance (Henderson, Wayne, Shore, Bommer, & Tetrick, 2008; 
Sturges, Conway, Guest, & Liefooghe, 2005). In the same way, psychological contract 
fulfilment was found to be positively associated with knowledge exchange and service 
performance (Wu & Chen, 2015). In addition, a bundle of HRM practices has been found 
to significantly predict the fulfilment of a psychological contract in organisations (Chien 
& Lin, 2013; Raeder, Knorr & Hilb, 2012). Consequently, psychological contracts can be 
viewed as the glue that binds HR systems and employee work-related behaviour (Uen, 
Chien, & Yen, 2009; Wright & Bowswell, 2002). Robinson, Kraatz and Rousseau (1994) 
identified expectations of high pay, performance-based pay, training, long-term job 
security and career development as the components of psychological contracts, with 
employees less likely to engage in civic virtue behaviour when these expectations are 
violated (Robinson & Morrison, 1995). 
Studies have identified four different types of psychological contracts: transactional, 
relational, balanced and transitional (Chien & Lin, 2013; Rousseau, 1995; Uen et al., 
2009). A transactional psychological contract refers to employment arrangements with 
short-term exchanges of specified performance terms while a relational psychological 
contract embraces engagements with long-term exchanges of non-specified performance 
terms. Employees with relational psychological contracts are obliged to support the firm 
and remain loyal and committed due to the perceived stability and long-term engagement 
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with the employer whereas employees with transactional psychological contracts only 
base their performance on their current level of pay (Chien & Lin, 2013). Balanced 
psychological contracts have also been distinguished from transitional psychological 
contracts. With balanced psychological contracts, employment arrangements are 
associated with long-term exchanges and specific performance terms while transitional 
psychological contracts consist of employment arrangements with short-term exchanges 
and no specific performance terms. Studies suggest that balanced psychological contracts 
focus on socio-emotional and economic terms and conditions in a reciprocal exchange 
arrangement between employees and their employers (Chien & Lin, 2013; Hui, Lee, & 
Rousseau, 2004). 
This reciprocal exchange agreement is, however, absent in transitional psychological 
contracts because there is no commitment from either party. Researchers seem to concur 
that POS is a vital construct that can enhance the gratification or breach of an employee’s 
psychological contract with the organisation (Cole-Shapiro & Conway, 2005; 
Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades, 2001; Millward & Brewerton, 2000; 
Tekleab, Takeuchi, & Taylor, 2005). POS can also serve as a deterrent to work stress and 
simultaneously as a key element for determining the quality of employee-employer 
relationship (Wang & Takeuchi, 2007; Snape & Redman, 2010). Indeed, empirical studies 
suggest that perceptions of breach may provoke feelings of violation and influence 
employees’ general work attitudes and behaviours; they may exhibit a decrease in their 
affective commitment and trust in the organisation (Dulac, Coyle-Shapiro, Henderson, & 
Wayne, 2008; Zhao, Wayne, Glibkowski, & Bravo, 2007). The degree to which a person 
responds to contract breach ‘is directly attributable not only to unmet expectations of 
specific rewards or benefits, but also to more general beliefs about respect of persons, 
codes of conduct and other patterns of behaviour associated with relationships involving 
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trust’ (Rousseau, 1989, p.129). Kumarika Perera et al. (2016) suggest that expatriates’ 
perceptions of psychological contract breach usually emerge from two sources – the 
assigning parent company and the host subsidiary of the multinational.      
Cole-Shapiro and Conway (2005, p.775) comment further that ‘employee perceptions of 
psychological contract breach may undermine the employee’s feeling of being valued by 
the employer, particularly if employees attribute the reason for the breach as the fault of 
the employer rather than because of factors outside the employer’s control or as a 
consequence of incongruence’.  Rhoades and Eisenberger (2002) in a review of literature 
on POS, clearly outlined the psychological processes underlying consequences of POS. 
Rhoades and Eisenberger note that: (a) POS should produce a felt commitment to care 
about the organisation’s welfare and to help the organisation achieve its desired goals 
based on the reciprocity norm; (b) it should also ensure the fulfilment of employees’ 
socio-emotional needs, aiding them to incorporate organisational membership and role 
status into their social identity; and (c) should enhance employees’ beliefs that the 
organisation acknowledges and rewards their hard work.   
In addition, Shore and Shore (1995) contend that, since employees acknowledged that 
they are the less powerful individuals so far as the exchange relationship with the 
organisation is concerned, they run a high risk that their extra effort on behalf of the 
organisation will not be equitably rewarded. According to Shore and Shore, three reasons 
account for this: (a) the employee is the less powerful partner in the exchange; (b) there is 
often a delay inherent in employer fulfilment of obligations; and (c) multiple agents may 
influence whether obligations are fulfilled. As soon as the perceived risk is reduced, POS 
serves to heighten employees’ preparedness to go beyond their normal job responsibilities 
on behalf of the organisation (Allen & Shanock, 2013; Eisenberger et al., 2004; Takeuchi, 
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2009). Employees, then, are likely to develop positive attitudes toward an organisation 
that is perceived to provide favourable treatment, especially if the treatment is considered 
as an outcome of a discretionary rather than the result of external forces such as 
government regulations, union contracts or competitive wages paid by other employers 
(Eisenberger et al., 1986; Eisenberger et al., 1997; Rhoades et al., 2001; Shore & Shore, 
1995; Takeuchi et al., 2009). Equally, unfavourable treatment that is perceived to be 
beyond the company’s control will have a less negative effect on POS (Eisenberger et al., 
2004). 
2.7 Host Country Nationals and Expatriation 
MNCs operating in foreign subsidiaries cannot easily ignore host-country employees’ 
cultural values, attitudes and beliefs. For this reason, local employees will always 
discover a way of avoiding instructions and procedures that are incongruent with their 
deeply-held values and traditions and then assert their own individuality (Tayeb, 1998). 
Consequently, aspects of local cultures are usually integrated into the organisation’s way 
of doing things to ensure a relatively tension-free atmosphere in which the local 
employees can function effectively (Tayeb, 1998, 2005). Failure on the part of MNCs to 
modify their organisations’ culture to ensure consistency with the host-country’s culture 
may result in damaging consequences. According to Tung (1982), MNCs tend to use 
host-country managers for four main reasons: (a) HCNs are familiar with the host culture; 
(b) they understand the local language; (c) they are less expensive than home-country 
managers; and (d) hiring them serves the purpose of good public relations. Even though, 
HCNs have a crucial role to play in the adjustment and overall effectiveness of 
expatriates, indication of how this role may be facilitated remains scarce in expatriate-
management research (Toh & Srinivas, 2012). Highlighting the unique contributions of 
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HCNs to expatriates cross-cultural adjustment, scholars seem to agree that interaction 
with HCNs and the social support they provide are powerful in enhancing successful 
adjustment to the host company (Caligiuri, 2000; Kraimer et al., 2001; Mahajan & Toh, 
2014; Shaffer et al., 1999; Takeuchi, 2010; Toh & Srinivas, 2012). 
HCNs in this study refer to both local managers and employees who work with, interact 
with and assist in socialising expatriates on assignments in host subsidiaries. A 
bourgeoning body of literature suggests that HCNs often play a unique role in aiding 
expatriate adjustment to the host society and culture. For this reason, researchers seem to 
agree that social support from HCNs coupled with good relationships with expatriates is 
influential in enhancing the successful adjustment of expatriates and their partners to the 
host-country environment (Caligiuri, 2000; Kraimer et al., 2001; Abdul Malek et al., 
2015; Mahajan & Toh, 2014; Shaffer, Harrison, & Gilley, 1999; Takeuchi, 2010; Toh & 
Srinivas, 2012). Host country support in this study refers to support from local employees 
and co-workers, both at and outside work, in the daily interactions of the expatriate in the 
host subsidiary.  
The profound knowledge of HCNs regarding the host culture and the company can be of 
great help in facilitating the adjustment of expatriates and enhance their effectiveness in 
performing their assigned roles. For example, Florkowski and Fogel (1999) argue that 
lack of support from HCNs is likely to heighten the risk of the premature return of 
expatriates. Other researchers also suggest that HCN support is critical for expatriate job 
performance as it overcomes the initial stress associated with foreign assignment and 
eases general adjustment of expatriates into the host environment (Aycan, 1997; Black & 
Gregersen, 1991; Gregersen & Black, 1992; Mahajan & Toh, 2014; Takeuchi, 2010; Toh 
& Srinivas, 2012). It seems that the success of expatriates and their ability to deliver 
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superior performance in their new work environment cannot materialise without the 
support and cooperation of HCNs, since the latter can provide the former with useful first-
hand information about the host country and facilitate their adjustment to the host norm 
(Mahajan & De Silva, 2012; Toh & DeNisi, 2005; Toh & Srinivas, 2012).  
Other scholars have provided empirical evidence suggesting that HCNs could contribute 
to expatriate adjustment and overall assignment success by providing and sharing useful 
information with expatriates. For example, studies found that the willingness of HCNs to 
share information with expatriates not only had a significant impact on expatriates’ 
effectiveness, but also on the competitiveness of multinationals (Florkowski & Fogel, 
1999; Toh & DeNisi, 2005; Toh & Srinivas, 2012). It can be seen that HCNs play a vital 
role in the expatriate adjustment process by reducing the impact of negative factors 
associated with expatriation and, as a result, produce improved performance (Froese, 
Peltokorpi, & Ko, 2012; Hailey, 1996; Mahajan & De Silva, 2012; Takeuchi, 2010; 
Varma, Toh, & Budhwar, 2006). A potential factor that may influence the willingness of 
HCNs to provide support to expatriates relates to the attitudes of HCNs.   
2.7.1 Host Country Nationals’ Attitude 
The definition of attitude has received mixed responses from scholars. However, one of 
the conventionally accepted definitions is by Eagly and Chaiken (1993, p.1): ‘a 
psychological tendency that is expressed by evaluating a particular entity with some 
degree of favour or disfavour’. The basic assumption is that attitudes are based on the 
assessment of an attitudinal object including anything a person discriminates or holds in 
mind (Albarracin, Johnson, Zanna, & Kumkale, 2014). Attitudes dominate human 
individuality and play a significant role in the perceptions of the world (Albarracin et al., 
2014; Fazio, 1995). Usually, attitudes are measured based on positive or negative 
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evaluations of the attitudinal object that reflects individuals’ beliefs, perceptions and 
affects (Ajzen, 2005; Manstead, 1996). 
Studies suggest that attitudes of HCNs toward expatriates will considerably impact on 
their adjustment. For example, expatriates who perceived the HCNs as ethnocentric 
experienced difficulties in adjusting to the host culture and environment (Florkowski & 
Fogel, 1999; Sinangil & Ones, 1997). In addition, Arman and Aycan (2013) propose that 
HCNs’ attitudes toward expatriates will greatly shape the way expatriates are treated. 
These scholars again reason that the attitudes of HCNs may either enhance or hinder how 
easily expatriates adapt to the host culture and, as well, have a significant impact on their 
performance evaluation. For example, local employees’ positive attitudes toward 
expatriates may lead to positive perceptions and an increased willingness of the HCNs to 
provide the support needed for prompt adjustment. On the other hand, positive attitudes 
may result in a favourable evaluation of an expatriate’s performance irrespective of his or 
her actual functioning on the job.  
It has also been argued that perceived differences—such as those in working conditions, 
ethnocentric attitudes, variation in values and remuneration—between expatriates and 
HCNs hinder good working relationships between the two workforces (Oltra et al., 2012). 
This then leads to out-group classification with ‘Expatriates vs HCNs’ having a negative 
impact on the preparedness of HCNs to extend a helping hand to expatriates, thereby 
affecting the latter’s overall adjustment and performance (Mahajan & De Silva, 2012; 
Toh & DeNisi, 2003, 2007; Varma et al., 2006; Varma, Pichler, & Budhwar, 2011). For 
example, Varma et al. (2011) established that HCNs from the United Kingdom (UK) 
might conceivably categorise expatriates as in-group or out-group members, in relation to 
perceptions of resemblance, ethnocentrism and collectivism. They maintain that HCNs in 
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the UK are more likely to feel that they have similar shared values with USA expatriates. 
Accordingly, HCNs will be willing to provide social support and useful information, to 
ease the adjustment process of the newcomer, especially to those expatriates whose values 
are in congruence with theirs. On the contrary, Leonardelli and Toh (2011) argue that 
social categorisation can lead to greater intergroup cooperation, particularly cooperation 
involving a transfer of resources, because relevant social classifications can differentiate 
the group(s) of people in need of help and the group(s) of people who can provide the 
help. Consequently, HCNs will be willing to make information available and provide 
social support to expatriates if they perceive that these expatriates need their support in 
order to adapt and function effectively in the host culture. Also, social categories are 
useful ways of making sense of the social environment, people and situations, as well as 
providing direction as to how individuals might act in different social settings (Tajfel, 
1978; Ting-Toomey et al., 2000).  
It has also been argued (Toh & DeNisi, 2003, 2005) that in circumstances where HCNs 
feel they were not treated fairly compared to expatriates, they may become uncooperative 
and even act antagonistically toward them, which may sooner or later affect the 
expatriates’ overall effectiveness. Unfair treatment could result in low commitment and 
poor work performance among local employees. Undoubtedly, the less privileged position 
occupied by HCNs as opposed to the expatriates could distort their perceptions of the 
procedural and distributive justice system of the company (Chen, Choi, & Chi, 2002; Toh 
& DeNisi, 2003). To address the perceived differences in employment conditions, Oltra et 
al. (2012, p.300) argue that ‘to foster systemic fairness of employment conditions in 
MNCs, HCNs must not be discriminated against in relation to expatriates in matters of 
pay, overall working conditions and opportunities enjoyed by HCNs must meet the 
requirement of absence of both personal bias and organisational bias, whether implicit or 
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explicit, in comparison with the pay, overall working conditions and opportunities 
enjoyed by expatriates’.  
Consistent with Oltra and colleagues’ argument, Leonardelli and Toh (2011) maintain 
that procedural justice can improve intergroup relations when group members come 
together to pursue a common agenda. They further suggest that the combination of fair 
treatment from the MNCs’ authorities and social categorisation would most positively 
increase the extent to which HCNs provided useful information. Fair treatment inspires 
HCNs to be cooperative and social categorisation assists them to gain insight into their 
expatriate co-workers’ needs. Toh et al. (2012) propose that HCNs would be predisposed 
to make available valuable information needed in facilitating expatriates’ adjustment to 
the host culture only when fair treatment and social categorisation are highly 
acknowledged. Besides, HCNs were also found to have unreservedly shared information 
with expatriate co-workers because they perceived their companies’ authorities as fair 
(Leonardelli & Toh, 2011).  
To test whether HCN subordinates’ ethnocentrism is positively associated with the work 
adjustment of expatriates, Templer (2010) found that, in situations where HCNs who are 
subordinates held ethnocentric attitudes, expatriate managers would experience 
difficulties in adjustment. Likewise, the perceptions of HCNs regarding the quality of 
their relationship with expatriate colleagues are likely to influence their willingness to 
show supportive behaviours toward the expatriates (Arman & Aycan, 2013; Verma, 
Pichler, Budhwar, & Biswas, 2009). Affirming the position of these scholars, Brewster et 
al. (2014, p.1928) note that ‘local employees represent a useful perspective for 
determining the degree of among-group consistencies. What do or did the local 
employees think about the expatriate in their midst? Did they see her or him as a great 
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benefit, allowing them to develop their own learning and representing them back to 
headquarters? Or did they resent this ludicrously highly paid, short-term, interloper who 
tried to force them to do their jobs one way even though the expatriate had very little 
understanding of the local ways of doing business?’  
Certainly, the perceptions of local employees regarding expatriates will shape their 
attitudes towards their expatriate co-workers. Scholars concede that HCNs represent a 
stakeholder that is often ignored in expatriate adjustment research. There are few studies 
that have focused on the perspectives of the HCNs and the consequence of their attitudes 
on the expatriation process, even though they play a significant role as socialising agents 
for expatriates (Arman & Aycan, 2013; Takeuchi, 2010; Toh & DeNesi, 2003, 2005, 
2007; Toh et al., 2012). The expatriate management literature does not sufficiently take 
into account the opinions of host country managers who work with expatriates in the 
context of developing countries (Al Ariss, 2014). Examining support from HCNs in 
Ghanaian host subsidiaries is expected to advance existing knowledge in the expatriation 
literature and add to research on the significance of HCNs support in relation to 
successful expatriate adjustment in the context of sub-Saharan Africa. 
2.8 National Culture and Hofstede’s Dimensions  
In each country there are different cultural values that represent stable, long lasting beliefs 
about what is important. They are evaluative standards that help us define what is right or 
wrong, good or bad, in the world (Sagie, Elizur, & Kowslowsky, 1996). This section 
presents information for helping us understand the host country’s culture using both emic 
(an ‘insider’) and etic (an ‘outsider’) views (Akin & Palmer, 2000; Mariappanadar, 2005). 
Scholars have different views on the definition of culture. Edward Tylor, in the 1870s, 
defined culture as that complex whole that includes knowledge, belief, art, morals, law, 
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custom and other capabilities acquired by man as a member of society (Tylor, 1871). 
Culture is also referred to as ‘an historically transmitted pattern of meanings embodied in 
symbols, a system of inherited conceptions expressed in symbolic forms by means of 
which men communicate, perpetuate and develop their knowledge about and attitudes 
toward life’ (Geertz, 1993, p.89). Social anthropolists largely refer to culture as the values 
and attitudes exhibited by people belonging to a given society. National culture, as a 
product of primary socialisation, has been recognised to have a significant influence on 
individual beliefs, values and behavioural norms across different cultures (Hall, 1983; 
Hampden-Turner & Trompenaars, 1993; Salk & Brannen, 2000; Triandis, 1989). Cultural 
distance, on the other hand, describes differences between any two countries with respect 
to the level of development, education, business and everyday language, cultural values 
and extent of connections between countries (Froese & Peltokorpi, 2011). Within this 
broad scope, other management researchers have offered  their own definition of national 
culture. For instance, Hall (1959) defined culture as the pattern of taken-for-granted 
assumptions about how a group of individuals generally think, act, feel and behave. It 
consists of the assumptions, values and artifacts that are shared by the members of a 
group (Schein, 1985). Hofstede, a cross-cultural differences and management researcher 
who conceptualised national culture, defined culture as the collective programming of the 
mind that distinguishes one group or category of people from another (1993). Tayeb 
(1988) defined culture as historically evolved values, attitudes and meanings, which are 
learned and shared by the members of a given society, and which influence their material 
and non-material way of life. Tayeb adds that members of a society learn these shared 
characteristics as they progress through the different stages of the socialisation processes 
as members of the relevant social institutions, such as family, religion, formal education, 
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and society at large. Commenting on a definition of culture and its scope, Moran, 
Abramson, and Moran (2014, p.11) remark: 
Culture is a distinctly human means of adapting to circumstances and transmitting this coping 
skill and knowledge to subsequent generations. Culture gives people a sense of who they are, 
of belonging, of how they should behave, and of what they should be doing. Culture impacts 
behaviour, morale, and productivity at work, and includes values and patterns that influence 
company attitudes and actions.     
In the words of Hickson and Pugh (1995), culture shapes everything, thus organisations 
and societies can be distinguished from each other by the differences in attitudes, values, 
beliefs, attributes and behaviour of its members. Denny (2003) acknowledges that a 
nation’s culture or national character is shaped by historical, geographical and 
philosophical antecedents. Hence as each country has its own history, geography and 
philosophy, there are bound to be differences in cultures among nations.  
In 1967, Hofstede conducted a survey to examine employees’ attitude in an organisation. 
The primary data were obtained from IBM employees in 66 host countries. This survey 
process was repeated until 1973, resulting in 117,000 responses from 88, 000 employees. 
The results of this data has led to the development of four dimensions of national culture 
that can be used to distinguished one nation’s culture from another. Since then, national 
culture has been integrated into various disciplines dealing with culture (1980, 1984). 
These dimensions include: 
1. Power distance: ‘the extent to which the less powerful members of organisations 
and institutions (like the family) expect and accept that power is distributed 
unequally’ (Hofstede, 1991; Hofstede & Peterson, 2000). Lower power distance 
cultures place a high value on equal distribution of societal power. In instances 
where a few maitain all the power and wealth, it is viewed as unfair.  
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2. Individualism versus Collectivism: ‘the extent to which  individuals are integrated 
into groups’ (Hofstede, 1991, 1993; Hofstede & Peterson, 2000). Cultures that are 
individualistic place importance on attaining personal goals. There is an ‘every 
man for himself mentality’, and people are expected to take care of themselves 
and their immediate family. In collectivist cultures, the goals of the group and its 
wellbeing are valued over those of the individual. Benefits for the group as a 
whole is the main focus, while benefits for the self stem from the group mentality. 
3. Masculinity versus Feminity: the degree to which individuals in society espouse 
such ‘masculine’ values such as assertiveness, competition and success as opposed 
to such ‘feminine’ values including caring, quality of life, warm personal 
relationships, service and public display of emotions. This dimension focuses on 
whether a culture measures personal achievement through competitive success and 
the need to be the best, or through caring for others and finding value in personal 
quality of life, doing what makes one happiest.  
4. Uncertainty avoidance: the extent to which the members of a culture feel 
threatened by ambiguous or known situations. Cultures that are high in uncertainty 
avoidance prefer structured over unstructured situattions. Change in the future can 
be a terrifying notion for some, while others will see it as an exciting possibility. 
5. Long-term versus Short-term orientation: this dimension defines a society’s time 
horizon. Short-term oriented cultures value traditional methods, take a 
considerable amount of time to build relationships and view time as circular. The 
implication is that the past and the present are interconnected and that which 
cannot be done today can be done tomorrow. Long-term orientation on the other 
hand, perceives time as linear and looks to the future rather than the present or the 
past. It is goal-oriented and values future rewards.  
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6. Indulgence versus Restraint: this measures a culture’s ability to satisfy the 
immediate needs and personal desires of its members. Those cultures that value 
restraint have strict social rules and norms under which satisfaction of desires is 
regulated and discouraged.  
As a framework for assessing a given culture, these dimensions highlight the various 
aspects of culture and the way in which people behave in general across cultures 
(Hofstede, 1991; Hofstede, Hofstede, & Minkov, 2010). For example, more developed 
cultures such as those of North America and other Western countries rank high on 
individualism and masculinity and low on power distance, long-term orientation and 
uncertainty avoidance (Morrison, 2000; Hofstede & Hofstede, 2005; Hodgetts et al., 
2006). Although in developing and emerging economies the complete set of the 
dimensions of the culture is not clearly defined, studies suggest that these countries rank 
high on power distance, collectivism and uncertainty avoidance and low on masculinity 
and long term orientation (Morrison, 2000; Hofetede & Hofstede, 2005; Pillay & 
Dorasamy, 2010; Okpara & Kabongo, 2011). Contrary to the collectivist culture in most 
African countries, the Western culture tends to be individualist, where people view 
themselves as individuals and emphasise the needs of individuals (Hofstede, 2001; 
Hofstede & Hofstede, 2005). 
Despite its various contributions, Hofstede’s work has been heavily criticised by some 
researchers; notable among them is Brendan McSweeney. According to McSweeney 
(2002), Hofstede’s claims are superfluous and unbalanced as the study could not fully 
justify the identifiable characteristics and their consequences. Also, Hofstede was rather 
more interested in confirming a priori beliefs than in evaluating the adequacy of the 
findings of the study. Specifically, McSweeney notes that: surveys are not a suitable way 
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of assessing cultural differences and that nations are not the best units for studying 
cultures; a study of the subsidiaries of a single organisation cannot provide information 
about the entire culture of a nation; the IBM data are old and outdated; and the five 
dimensions are not adequate. As a result, the limited classification of culture, its 
confinement within territorial states and its methodological flaws do not aid in 
understanding the richness and diverse nature of national cultures (McSweeney, 2002). 
In response to the above criticisms, Hofstede (2002) argued that nations are usually the 
only kind of units available for comparison and surveys should not be the only way for 
measuring differences in national cultures. Hofstede also challenges researchers to 
conceptualise and statistically test the validity of other dimensions independent from the 
five dimensions already defined. Hofstede’s counter-argument ends with a citation from a 
review of his work by Chapman (1997), a social anthropologist: 
Hofstede’s work became a dominat influence and set a fruitful agenda. There is perhaps no other 
contemporary framework in the general field of “culture and business” that is so general, so broad, 
so alluring and so inviting to argument and fruitful disagreement. Second, although Hofstede’s 
work invites criticism on many levels, one often finds that Hofstede, in self-criticiism, has been 
there first. Third, although Hofstede’s work is based on a questionnaire drawn from social 
psychology that was not expressly designed for the purpose to which it was later put, Hofstede 
brings to his discussion such a wealth of expertise and erudition from outside the questionnaire that 
many criticisms of “narrowness” are withered on the tongue. 
Hofstede’s work is used and admired at a very high level of generalisation. Those who take 
country scores in the various dimensions as given realities, informing or confirming other research, 
do not typically inquire into the detail of the procedures through which specific empirical data 
were transmuted into generalisation. Hofstede, of course, provides all the background one could 
wish for about these procedures, and that is another reason for admiring his work (Hofstede, 2002, 
p.6). 
Williamson (2002) further maintains that McSweeney’s own argument is flawed because 
McSweeney failed to distiguish between errors of logic within the standards of the 
functionalist paradigm which underpins Hofstede’s research and commitment to a 
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specific paradigm determines a researcher’s methodological choices and the criteria for 
evaluating research methods (Kuhn, 1996). As a result, ‘to reject totally Hofstede’s or 
similar functionalist models of national culture, before more satisfactory models have 
been developed, would be to throw away valuable insights’ (Williamson, 2002, p.1391). 
Consequently, using different paradigms comprising multiple methods can have great 
benefits for investigating national culture (Lenartowicz & Roth, 1999; Williamson, 2002).  
Another criticism worth mentioning is the drawbacks associated with the 
conceptualisation of Hofstede’s fifth dimension of national culture. According to Fang 
(2003): (a) the values labelled as ‘short-term orientation’ (personal steadiness and 
stability, protecting your face, respect for tradition and reciprocation of greetings, favours 
and gifts) may not necessarily be so, and values labelled as ‘long-term orientation’ 
(persistence, ordering relationships by status and observing this order, thrift and having a 
sense of shame) may not necessarily be so either; (b) a number of values may essentially 
mean the same thing or be highly correlated; (c) the values focus too much on 
Confucianism to the neglect of other values including the Taoist and Buddhist values; (d) 
there was a problem of inaccurate translation of the English language; the fifth dimension 
is based on the opinion of students as opposed to IBM workers and does not result from 
the same factor analysis techniques used in earlier research. Hence, the relevance of the 
fifth dimension of Hofstede’s national culture for cross-cultural management research and 
practice remains limited (Fang, 2003). These criticisms notwithstanding, Hofstede’s 
model has been used extensively in management research in explaining the interaction 
between national culture and organisational behaviour. Given that national culture is a 
primary form of identity and deeply rooted in the socialisation of expatriates in their 
home countries, it is possible that nationality could impact expatriates’ adaptation to the 
host culture and work behaviours. Yet, it should be noted that this research is not about 
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company nationality, neither does it draw on the cultural distance perspective to examine 
whether expatriates’ nationality influence their adjustment to the host Ghanaian culture. 
Rather, the study focuses on how support received from the organisation and local 
employees facilitate expatriates’ adjustment and assignment success. Hence, although 
important, nattional culture and cultural distance were not included in this study as 
explanatory variables.   
2.9 Africa and Ghanaian Culture   
Africa remains one of the most diverse continents in the world. It has been argued that out 
of the six major divisions of the human race in the world, five of them can be found in 
Africa—Blacks, Whites (in South Africa), Asians (in Madagascar), Khosians (the 
Bushmen of Southern Africa), and Pygmies (in Central Africa)—and the Blacks, 
Khosians and Pygmies are the true origins of Africa (Diamond, 1999). It is important to 
note, however, that the African culture in this study applies only to sub-saharan Africa, 
excluding the Arab countries of North Africa that are often identified with the Middle 
East. Also, the people and cultures of North Africa to some extent are closer to those of 
the European Mediterranean than to those in sub-Saharan Africa (Beugré & Offodile, 
2001; Gannon & Pillai, 2013). Sub-Saharan Africa has a ‘population of more than 840 
million and includes 47 countries, the largest being Nigeria with more than 151 million 
and the smallest being Seychelles with fewer than 0.1 million. The United Nations 
forecast a population level of 1.5 billion by 2050’ (Gannon & Pillai, 2013, p.597), and 
according to a recent special report, Africa’s economies are consistently growing faster 
than those of almost any other region of the world—at least a dozen have expanded by 
more than 6 per cent over the past six or more years (Economist, 2012). Additionally, 
considerable progress is being made toward the achievement of Millennium Development 
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Goals (MDGs); a genuine middle class is emerging; there has been an increase in labour 
productivity of 2.7 per cent per year on average; a general decline in foreign debt, and a 
decrease in trade barriers with the rest of the world (Economist, 2011).  
 The United Nations Conference on Trade and Development (World Investment Report, 
2013) confirms that Africa is one of the few regions to enjoy year-to-year growth in FDI 
(Foreign Direct Investment) inflows since 2010 although global FDI fell by 18 per cent to 
$1.3 trillion in 2012. The report noted that developing economies absorbed more FDI than 
developed countries, accounting for 52 per cent of global FDI flows. Developing 
economies also generated almost one third of global FDI flows, continuing a steady 
upward trend. Africa bucked the trend with a 5 per cent increase in FDI inflows to $50 
billion. This growth was driven partly by FDI in extractive industries due to investment in 
exploration and exploitation of natural resources, and high flows from China both of 
which contributed to the current level of inward flows (World Investment Report, 2013). 
Natural resources and the energy sector continue to attract the majority of FDI, followed 
by the telecommunications and retail sectors, which are changing the lives of African 
consumers all over the continent (World Investment Report, 2013; Gannon & Pillai, 
2013). Additionally, investment in consumer-oriented manufacturing and service 
industries is expanding, which explains the continent’s sound economic performance in 
general. Accordingly, countries such as China and India are increasing their investment 
portfolios in Africa, competition between them accounting for a growing demand for 
manufactured goods as their survival depends heavily on African natural resources 
(Gannon & Pillai, 2013).  
Africa has a unique culture characterised by intrinsic African values such as 
communalism and respect for elders. Thairu (1999, p.267) contends that ‘African 
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societies have built up a wealth of indigenous knowledge in response to dynamic changes 
experienced in their environments. This knowledge must be taken into account when one 
is trying to improve the way an African organisation is managed, how it is structured, and 
how decisions are made’. Likewise, Edoho (2001) maintains that a large proportion of 
Africans share certain indigenous patterns of thought, cultural influence and value 
orientation despite the diverse nature of the continent. Beugré and Offodile (2001) also 
observe that, notwithstanding the diversity of the people of Africa, certain cultural 
patterns such as respect for elders, consensual decision-making, respect for authority, 
family orientation and collectivism are a common feature of most African countries. 
According to Muchiri (2011), many sub-Saharan Africa societies are characterised by: (a) 
a tight social framework with strong and cohesive in-groups that contradicts 
individualism that is dominant in other cultures; (b) many of these societies underscore an 
in-group collectivism based on family ties and religious or ethnic backgrounds; (c) many 
societies in sub-Saharan Africa demonstrate compassion and generosity, they are 
concerned about the welfare of others and willing to sacrifice their individual interests in 
order to help others; and (d) these societies also espoused values such as altruism, 
benevolence, kindness and love, which are influenced by family experiences, parenting 
and cultural norms.  
Ghana was formed from the merger of the British colony of the Gold Coast and the 
Togoland trust territory. The country holds a prominent place in African history and 
culture. In the fifteen century, the country was one of the first countries in sub-Saharan 
Africa to grant extended residence rights to European visitors. It was also one of the first 
countries to be formally colonised in 1874, and in 1957 Ghana became the first sub-
Saharan country in colonial Africa to gain its independece from colonial rule (CIA, 2015). 
The country is divided into 10 administrative regions with an estimated population of 
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24,658,823 (Ghana Statistical Service, 2012). Situated along a coastline of the Gulf of 
Guinea, Ghana is located in West Africa and shares boundaries with Burkina Faso in the 
north, Cote d’Ivoire to the west and Togo to the east. The southern coast lies 465 miles 
north of the equator and the Greenwich Meridian passes through the port city of Tema, 
sixteen miles east of the national capital Accra.  
Ghana has more than 8 ethnic groups, with differing languages and customs. These ethnic 
groups include: Akan 45.3%, Mole-Dagbon 15.2%, Ewe 11.7%, Ga-Dangme 7.3%, Guan 
4%, Gurma 3.6%, Grusi 2.6%, Mande-Busanga 1%, with other minorities making up the 
remaining 9.3%. Although the dominant indigenous languages are Akan, Ewe and Ga, 
English is the official language and is used in all government interactions, schools and 
business-related activities. Ghana is well-endowed with natural resources including gold, 
timber, industrial diamonds, bauxite, manganese, fish, rubber, hydropower, petroleum, 
silver, salt and limestone. The country’s economy is heavily dependent on gold and cocoa 
production and individual remittances as the major sources of foreign exchange. Its 
domestic economy continues to revolve around agriculture, which accounts for about 
35% of GDP and employs approximately 55% of the workforce. 
Based on Hofstede’s conceptualisation of national culture, Ghana is classified as a 
collectivist society (Hofstede, 2001). In every Ghanaian society, individuals value a close 
long-term commitment to groups such as the nuclear family, extended family, religious 
groups and alumni associations. As noted by Nukunya (2016), the traditional societies in 
Ghana are based on the kinship system—where social relationships are derived from 
consanguinity, marriage and adoption. These relationships are governed by specific rules 
and patterns of behaviour as well as reciprocal duties, obligations and responsibilities. In 
particular, the kinship system prescribes statutes and roles to people who are in particular 
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relationships. It determines the rules, duties and obligations of individuals and groups in 
all aspects of life in which these individuals and groups interact (Assimeng, 2007; 
Nukunya, 2016). Ghanaians value loyalty to the family, their hometown or village, 
religious affiliations and respect for the elderly. Collectivism is also demonstrated in 
group-oriented behaviour where members of the group are expected to conform to group 
norms (Nakane, 1972). As such, there is a propensity among Ghanaians to behave 
according to the group norms and values in order to fit into the group. Ghanaians are 
hospitable; they foster strong relationships and a sense of belongingness. Greetings are 
considered important as they set the stage for social interactions and symbolise that an 
individual is available and willing to provide assistance when required. As such, ignoring 
the cultural obligation to greet others is perceived negatively and regarded as bad manners 
and a lack of courtesy. Ghanaian culture encompasses long-standing interaction between 
the past and the present, the traditional and the modern. It is a dynamic culture that 
reflects the ‘duality’ inherent in the attempt to blend rich cultural institutions and customs 
with continuing adaptations to the political, economic and social exigencies of the modern 
world (Salm & Falola, 2002).  
The hierarchical nature of the Ghanaian culture is manifest in respect for age, position and 
experience. For instance, failure to properly address people in high positions, such as 
chiefs, traditional rulers, ministers, members of parliament, owners and managers of 
businesses and significant others, with their appropriate titles is deemed offensive and a 
sign of disrespect. Such hierarchical relationships are also evident in total reliance on 
immediate superiors in the work environment and long vertical chains of superior-
subordinate exchanges (Peltokorpi, 2008). In addition, there exist gender-based 
differentiation of occupations. For example, in traditional Ghanaian societies, selling of 
foodstuff, farming and caring for the home, the children and the family are important jobs 
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for women. While specialist occupations such as metalwork, woodwork, butchering and 
divination are usually reserved for men (Nukunya, 2016; Oppong, 1973). Ghana, in 
particular, may represent a challenging posting for many expatriates, especially during the 
initial phases of the adjustment process, as cultural differences and the general way of life 
may pose perplexing situations for those who are relocating to the country.       
2.10 Chapter Conclusion 
This chapter has explored relevant issues relating to expatriate assignment and more 
specifically their adjustment within a new cultural environment. The chapter considered 
internationalisation of businesses as crucial to gaining a competitive advantage in the 
global marketplace. In addition, various issues relating to successful expatriate 
management were discussed including expatriate staffing, cross-cultural training and 
cross-cultural adjustment. The chapter proceeded with discourse on organisational 
support theory—the theory underpinning the study. It also examined the role of HCNs in 
the expatriation process and concluded with an overview of Ghanaian culture.  
In order to fully understand the relationship between POS and expatriation outcomes, the 
next chapter undertakes a detailed review of empirical evidence that examines the 
relationship between POS, expatriates’ adjustment in the Ghanaian culture and their 
overall success. 
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Chapter Three: Conceptual Framework – Perceived 
Organisational Support and Expatriate Adjustment 
3 Introduction 
The previous chapter provided a broad overview of international management and its 
implications for human resource management. It also reviewed extant literature on 
general issues surrounding expatriate management from the perspective of perceived 
organisational support. In particular, it established that a growing body of research 
indicates POS has become a critical success factor for expatriate effectiveness in the 
internationalisation of firms and more specifically within strategic international human 
resource management. In addition, POS has been considered as an assurance that support 
will be available from the organisation when and as it is needed. This enables the 
expatriates to effectively carry out their assigned tasks and deal with stressful situations, 
especially within culturally diverse environments. On the basis of the review in chapter 
two, the study argues that POS is positively associated with expatriate assignment 
success.  
While a growing body of literature on expatriation abounds, the influence of POS in 
enhancing overall expatriate effectiveness within culturally diverse environments, such as 
Africa, is under-studied. Extant literature in chapter two indicates that the variables as 
presented in the conceptual framework are under-researched within the African context. 
Consequently, adapting these variables from previous studies and investigating them in 
host subsidiaries of MNCs in Ghana, allows this study to contribute to international HRM 
literature by examining the expatriate adaptation process and assignment outcomes in the 
sub-Saharan African context.    
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Specifically, the current study seeks to understand the influence of POS on expatriation 
outcomes in a sub-Saharan African context. In order to achieve this objective, four 
research questions were proposed.  
The first research question aimed to examine the relationship between POS, cross-cultural 
adjustment and expatriation outcomes. For this question, the multidimensional constructs 
of POS (Kraimer &Wayne, 2004) comprising career POS, finance POS and adjustment 
POS and their effect on assignment outcomes were examined by testing eight hypotheses 
(H1 – H8). The second research question investigated the significant effects of host 
country nationals’ support on expatriate adjustment in Ghana. The relationships between 
host country nationals’ support and expatriate cross-cultural adjustment were established 
by testing Hypotheses 9 and 10. Research question 3 examines the significant effects of 
headquarters-subsidiary coordination on expatriate adjustment to the host culture and 
work environment, and this was reflected in Hypotheses 11 and 12. The fourth research 
question sought to determine the effects of expatriate adjustment on two constructs that 
are directly related to expatriates’ work activities in the host country (i.e., assignment 
completion and shaping the subsidiary), these relationships were established in 
Hypotheses 13–16. While Hypotheses 17–22 tested the direct effects of assignment 
completion and shaping the subsidiary on career development, professional skills 
development and overall success, Hypotheses 23–25 test the direct effects of career 
development, professional skills development and overall success on expatriate job 
satisfaction. Finally, the fifth research question explored whether expatriate demographic 
characteristics have effects on POS, host country nationals’ support and expatriation 
outcomes. Previous studies examining how the demographic characteristics of expatriates 
affect their experiences in international assignment produced mixed results. For example, 
while Selmer and Lauring’s (2009) study, which investigated expatriates adjustment in 
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Hong Kong, found a positive association between age and expatriate adjustment, Moley 
and Flynn’s (2003) study in Ireland shows no such relationship. Thus, examining the 
effects of demographic characteristics on expatriation outcomes in Ghana would help 
improve the understanding of the links between expatriates’ demographics and 
expatriation outcomes. 
Taken together, these variables then informed the development of a conceptual 
framework and the proposed hypothesised relationships depicted in figure 3.1. The 
chapter begins with an overview of the concept of POS and HCNs’ support ending with a 
discussion on how expatriate success is conceptualised in the study. 
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Figure 3.1 Conceptual framework for the thesis 
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3.1 POS and Expatriation 
A number of scholars have provided evidence suggesting that support offered to 
employees by the organisation becomes crucial, especially within the context of 
expatriation. Hence, expatriates are likely to consider various aspects of treatment they 
receive from their company (Allen & Shanock, 2013; Aycan, 1997; Baran et al., 2012; 
Eisenberger et al., 1986; Guzzo et al., 1994; Kraimer & Wayne, 2004; Takeuchi et al., 
2009). Research showed that, while POS is positively related to outcomes such as job 
satisfaction, affective commitment and performance (e.g., Lapalme, Tremblay, & Simard, 
2009; Kawai & Strange, 2014; Stinglhamber & Vandenberghe, 2003; Quenneville, 
Bentein, & Simard, 2010; Takeuchi et al., 2009), it is negatively related to turnover 
intention (Allen et al., 2003; Rhoades & Eisenberger, 2002; Rhoades et al., 2001). Other 
researchers maintain that support from an organisation enhances an expatriate’s ability to 
cope with work stress in the host country and is positively associated with outcomes such 
as expatriate adjustment (Shaffer et al., 1999), intention to stay in the host country and 
complete the assignment (Cao et al., 2014; Kraimer et al., 2001) and job performance 
(Kraimer & Wayne, 2004). Grant-Vallone and Ensher (2001) surveyed 118 expatriates 
working in Europe and found that organisational support significantly influenced 
expatriates’ well-being and issues of conflict. In addition, Lazarova and Cerdin (2007) 
found that repatriation support from the organisation, including career-planning sessions 
and briefings, positively influence an expatriate’s intention to stay in that organisation. 
Advancing the debate, Cao et al. (2014) studied POS and the intention to stay in host 
countries of 112 self-initiated expatriates in Germany and found a direct positive effect. 
Earlier studies that have examined the most common types of organisational support 
provided to expatriates on assignments identified four dimensions of POS—career, 
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financial, adjustment and family support (Aryee, Chay, & Chew, 1996; Eisenberger et al., 
1986; Guzzo et al., 1994). Nevertheless, in a study examining POS as a multidimensional 
construct in the context of an expatriate assignment, Kraimer and Wayne’s (2004) study 
sample could not make a distinction between family POS and adjustment POS. Hence, the 
two dimensions were combined into one dimension and is referred to as adjustment POS. 
As a result, the three dimensions of organisational support that have been recognised to be 
most relevant for successful expatriation, and considered in this research include career 
POS, financial POS and adjustment POS. Kraimer and Wayne argued that the perceptions 
of the individual in relation to these three specific kinds of support provided by the 
organisation would have a significant positive relationship with expatriate adjustment and 
commitment. 
3.1.1 Career POS 
Career POS can be described as organisational support that addresses the career needs and 
concerns of expatriate employees during and after expatriation. Many MNCs considered 
international assignments as a training ground for developing expatriates’ global 
management skills and as opportunities for the employee’s career development (Tungli & 
Peiperl, 2009). Using the theories of career mobility, Bolino (2007) developed a 
framework of the factors that are likely to determine whether international assignments 
aid the intra-organisational advancement of expatriates and argues that career success 
following repatriation impacts an organisation’s ability to retain its current expatriates and 
recruit future expatriates. Work experience abroad offers extensive learning and career-
development opportunities for expatriates to enrich their long term career capital (Cao, 
Hirschi, & Deller, 2012; Cao et al., 2014; Jokinen, Brewster, & Suutari, 2008; Suutari & 
Brewster, 2001).     
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In related studies, scholars such as Sturges, Guest, and Davey (2000) found that 
organisational career development practices positively relate to employees’ commitment 
to the organisation as did Kawai and Strange (2014). In view of this, Wu and Ang (2011) 
maintain that organisational career plans play a significant role in motivating expatriates 
to focus on their assigned tasks with uncertainty about their future career eliminated. 
Despite the crucial role of international assignments on expatriates’ career advancement, 
Seelba (1995) found that a majority of the expatriates surveyed did not feel that their 
overseas assignment helped in developing their careers. Other participants in the survey 
reported that the value of their international assignments had not been recognised by the 
organisation. Perhaps Seelba’s survey produced these results because the study was of a 
US multinational firm with samples from various subsidiaries of the same company that 
are all affected by the same career-advancement-related policies. The current study, in 
contrast, surveyed expatriates from various nations working in Ghanaian MNCs.   
Commenting further on the importance of career POS, Kraimer and Wayne (2004, p.218) 
remark that ‘for expatriate employees, career POS develops through the organisation’s 
policies and practices that allow the expatriate to continue to receive career development 
opportunities while in the foreign country’. Many organisations, particularly larger MNCs 
consider foreign assignment a requirement for an employee’s career advancement (Chen 
et al., 2002; Collings et al., 2007; Crowley-Henry, 2012; Dickmann & Doherty, 2008; 
Dickmann & Harris, 2005; Ioannou, 1995; Sims & Schraeder, 2005). Hence, expatriate 
assignment has become relevant to the development of global business acumen and 
intercultural competence (Stahl, Chua, Caligiuri, Cerdin, & Taniguchi, 2009). This 
supports the assertion by Collings et al. (2007) that expatriates are increasingly concerned 
with the enhancement of their social capital, marketability and employability in the 
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broader labour market rather than limiting their progression to the organisation within 
which they work.  
The skill sets, cognitive complexity and expanded networks resulting from foreign 
assignment experiences provide expatriates with unique and often tacit knowledge 
(Lovvorn & Chen, 2011). It is therefore expected that international assignments would 
contribute to, and enhance career advancement of expatriates due to the varied skills that 
are acquired abroad. It seems reasonable that career POS would relate to expatriates’ 
career development. Based on the claimed benefits of international assignments to the 
career prospects of expatriates, the following hypotheses are presented: 
Hypothesis 1: There is a significant positive relationship between career POS and     
expatriates’ career development.  
Hypothesis 2:  Career POS is significantly and positively related to Ghanaian cultural 
adjustment. 
Hypotheses 3: Career POS is significantly and positively related to work-related 
adjustment. 
3.1.2 Finance POS  
Finance POS refers to organisational support that addresses expatriates financial 
concerns. It is the extent to which expatriate employees are financially supported by the 
parent company following their transfer to foreign subsidiaries (Kawai & Strange, 2014). 
Kraimer and Wayne (2004, p.218) define finance POS as ‘the extent to which the 
organisation cares about the employee’s financial needs and rewards the employee’s 
contributions in terms of compensation and employment benefits’.  
In the context of expatriation, financial POS develops through the organisation’s policies 
with respect to financial inducements, rewards and benefits for expatriate assignments 
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(Florkowski & Fogel, 1999; Guzzo et al., 1994; Kraimer & Wayne, 2004). Dickmann, 
Doherty, Mills and Brewster (2008) suggest that MNCs need to offer attractive 
employment conditions just to motivate employees to accept an international assignment. 
Generally, finance POS includes home leave (Takeuchi et al., 2009), cost-of-living 
allowances (Kraimer & Wayne, 2004) and provision of housing (Wu & Ang, 2011). In a 
review of literature, Sims and Schraeder (2005) identified the salient contextual factors 
that directly influence expatriate compensation as host-country cost of living, housing, 
education of dependents, tax implications and health care. Accordingly, most MNCs use a 
balance-sheet approach in order to determine how much an expatriate should be paid so 
as to maintain the employee’s purchasing power in different locations, as well as to make 
international assignments more attractive (Bonache, 2005; Schell & Solomon, 1997).   
Studies demonstrate that an employee’s willingness to accept a foreign assignment 
depends, to a large extent, on financial components (Jokinen et al., 2008; Konopaske & 
Werner, 2005; Warneke & Schneider, 2011) with Kraimer and Wayne (2004) finding that 
there is a positive relationship between finance POS and expatriate commitment to the 
foreign facility. Given the above, it is expected that expatriates be financially supported in 
order to maintain their standard of living while in the foreign subsidiary. This will 
significantly influence assignment completion and their adjustment related activities. 
These notions lead to the hypotheses: 
Hypothesis 4: There is a significant positive relationship between financial POS and 
expatriates’ assignment completion. 
Hypothesis 5: Finance POS significantly and positively relates to Ghanaian cultural 
adjustment. 
Hypothesis 6: Finance POS significantly and positively relates to work-related 
adjustment. 
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3.1.3 Adjustment POS  
Adjustment POS refers to organisational support that assists individual expatriates adjust 
within the foreign subsidiary. It represents the extent to which expatriate employees 
receive individual and family-related support from the organisation following a job 
transfer (Kawai & Strange, 2014; Kraimer & Wayne, 2004). Kraimer and Wayne (2004) 
note that adjustment POS makes the actual transition and adjustment to the host country 
and the related work environment possible for expatriates through the implementation of 
the organisation’s human resource management policies and practices. In general, 
adjustment POS includes, but is not limited to, language training, cross-cultural training, 
relocation assistance and support for selecting schools for the employee’s children (Black 
et al., 1991; Kawai & Strange, 2014; Wu & Ang, 2011). Expatriate adjustment can be 
defined as the degree of psychological change experienced by the individual within a new 
society, or the perceived degree of psychological comfort and familiarity an individual 
experiences when working within a new environment (Black, 1988; Black & Gregersen, 
1991; Black & Mendenhall, 1991; Feldman & Tompson, 1993; Selmer, 2002).  
Black and Stephens (1989) seminal work has identified three aspects of expatriate 
adjustment:  
1. Work adjustment—considered as the expatriates’ psychological comfort with 
respect to the job tasks of the foreign assignment. It comprises of supervision, 
responsibilities and performances that are directly related to work roles, job tasks, 
organisational culture, policies and procedures.  
2. Interaction adjustment—encompasses interaction with members of the host 
community. 
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3. General adjustment—is centered on general living conditions in the foreign 
country and contains factors that affect an expatriate’s daily life such as weather, 
food and transportation.  
A number of researchers seem to agree with Black and Stephens’ typology (e.g., Black & 
Gregersen, 1991; Chen, Wu, & Bian, 2014; Okpara & Kabongo, 2011; Parker & McEvoy, 
1993; Waxin, 2004) noting that individual, contextual and organisational factors influence 
the adjustment of expatriates. For example, individual factors relate to the individual’s 
adjustability and prior international experience while contextual factors consist of the 
length of time spent in the host country, the partner’s social support and the organisation’s 
logistics support. Organisational issues include job-related variables (such as role clarity 
and role direction); variables related to social support (such as supervision, co-workers, 
and home-country organisational support); organisational culture dissimilarity between 
the home-country organisation; and the host-country and cross-cultural preparation.    
Some scholars acknowledge that the inability of MNCs to develop a pool of expatriate 
managers who can adjust quickly and easily to new cultural settings continues to be one 
of the biggest challenges (Earley & Ang, 2003; Okpara & Kabongo, 2011; Selmer, 2010). 
Caligiuri (1997) contends that expatriates often do not adjust well to the host country and 
are therefore not successful in their positions. Immediately on arrival in the host country 
for an international assignment an individual has an obligation to depart from the familiar 
behaviours reflected in his or her native culture in order to adjust to new cultural 
environments (Harzing, 1995, 2005; Harzing & Christensen, 2004; Malek & Budhwar, 
2013). The implication is that, inevitably, expatriates on international assignment will 
have to adjust to the culture of the host country, which is often in contrast to that of his or 
her home country. Zhang (2012) posits that expatriates frequently come across situations, 
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in both work and non-work environments, involving cultural differences that challenge 
their ability to function effectively in their new positions. Therefore, in order for 
expatriates to successfully accomplish their foreign assignments, they often need to 
modify their attitudes and behaviours in line with the new cultural contexts (Huang et al., 
2005; Malek & Budhwar, 2013). As such, effective cross-cultural interactions may 
contribute to an employee’s learning and creativity, improve communication and increase 
the satisfaction level of the workforce (Stahl, Mäkelä, Zanderd, & Maznevski, 2010). 
Previous studies have provided ample evidence suggesting that expatriates who are 
unable to adapt to their host country’s environment often fail in their overseas 
assignments (Kraimer et al., 2001; Shaffer, Harrison, Gregersen, Black, & Ferzandi, 
2006; Ramalu, Rose, Uli, & Samy, 2010; Tung, 1982). Subsequently, the unsuccessful 
adaptation of expatriates to the host culture and their work environment may have severe 
implications for the firm’s competitiveness as well as influencing the career aspirations of 
the individual assignee.  
 Africans regard culture, which embodies their philosophy, worldview, behaviour 
patterns, arts and institutions, as essential to their lives and future development. Salm and 
Falola (2002) note that the impact of colonialism, which drew borders based on arbitrary 
boundaries of European possessions, not on the commonalities of people, has contributed 
to the diversity of culture within Africa as a whole, and within individual countries. 
Nevertheless, according to Ritzer (2008), proponents of cultural differentialism argue 
that, among and between cultures, there are enduring differences that are largely 
unaffected by globalisation.  
In the traditional African society, individuals adhere to the extended family system, which 
includes a husband and his wife/wives, their children and other blood relations. There is 
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understanding, unity and a feeling of oneness within traditional African families. Uka 
(1969) comments that the relationship among siblings in African culture was generally 
very cordial and that the extended family system made it possible for members to extend 
a helping hand to one another and contribute to the support and upkeep of the family. 
Obidi (2005), in support of this assertion, notes that the extended family system 
encourages the development of togetherness and members are conceived as a team, 
working together for the common good, well-being and prosperity of the family. 
Consequently, interdependence is usually emphasised and the welfare of all takes 
precedence over the welfare and interest of the individual (Obidi, 2005; Yankuzo, 2013). 
It is therefore not surprising to find an individual who is financially sound to be the main 
source of supply to the rest of the family members. Expatriates need to be open-minded in 
order to fully understand the cultural dynamics of the different host countries into which 
they accept postings; appreciation of the host country’s specific and unique cultural 
values, attitudes and world view is fundamental to their effective cross-cultural 
adjustment in the host country.      
In seeming confirmation of the theoretical importance of Adjustment POS, several studies 
have found that it does, in fact, influence expatriate performance. For example, 
expatriates’ adjustment to the host country, their organisational commitment and the 
intentions of international assignees to remain on the job and in the host country have a 
positive association with POS (e.g., Baran et al., 2012; Cao et al., 2014; Chen et al., 2010; 
Guzzo et al., 1994; Kraimer & Wayne, 2004; Kraimer et al., 2001; Shaffer et al., 2001). 
Similarly, expatriates’ views of supportive company practices have been positively 
related to their adjustment to the foreign country (Caligiuri, Joshi, & Lazarova, 1999; 
Florkowski & Fogel, 1999; Kawai & Strange, 2014; Abdul Malek et al., 2015; Shaffer et 
al., 1999). In relation to the outlined arguments, researchers attempt to demonstrate that 
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when expatriates are sufficiently supported their adjustment into the host culture is 
enhanced. This leads to the following hypotheses: 
Hypothesis 7: Adjustment POS is significantly and positively associated with Ghanaian 
cultural adjustment. 
Hypothesis 8: Adjustment POS is significantly and positively associated with work-
related adjustment. 
3.1.4 HCNs Support  
Early researchers who proposed that the support they receive from HCNs might 
significantly influence the success of expatriates hypothesised that, without the 
cooperation of HCNs, expatriates may perform unsatisfactorily in relation to their 
assignments (Black, 1988; Black & Mendenhall, 1990; Black et al., 1991; Gregersen & 
Black, 1992). Consistent with national socialisation research, Toh and DeNisi (2007) 
suggest that supportive HCN relationships, including companionships that provide 
emotional reassurance, information, encouragement, or assistance in dealing with 
stressful situations, can help a new employee deal with unexpected or unpleasant 
experiences and feel well-adjusted to the new work culture; this is a result of being 
socialised through social support from insiders (Cable & Parsons, 2001; Cooper-Thomas, 
Van Vianen, & Anderson, 2004; Fisher, 1985; Louis, Posner, & Powell, 1983; Nelson & 
Quick, 1991). Scholars also argue that HCNs play a perfect role as insiders and as such 
the unique information and resources they possess can be a more important source of 
support, insight and assistance to new assignees than would be afforded if they needed to 
rely on secondary sources of information (Morrison, 2002; Toh & DeNisi, 2005, 2007). 
Access to support from host employees can facilitate learning as well as decrease the 
amount of time needed to achieve proficiency in performing one’s assigned duties (Pinder 
& Schroeder, 1987).  
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It is perhaps not surprising for scholars to maintain that expatriates’ social needs are more 
likely to be satisfied when they are strongly embedded in their host communities 
(Kraimer et al., 2012). They are then more likely to incorporate their international 
assignment role into their self-concept and be happy to stay and work in the host culture 
(Tharenou & Caulfield, 2010). However, Toh and DeNise’s (2003) research findings 
produce mixed results for the relationship between HCNs’ helping behaviours and 
expatriate adjustment; even though HCNs perceived that their assistance facilitated 
expatriates’ adjustment, the expatriates did not recognise it as beneficial. Conversely, 
Wills (1991) reported that the mere awareness that support is available could be of 
sufficient help to decrease the expatriates’ stress in the new work environment. Since 
expatriates work in a new social environment, which is separated from their networks of 
friendship, developing and having readily available alternative sources of social support 
can be of great benefit to their ability to adjust. Toh and Srinivas (2012) contend that the 
socialising role of HCNs in the expatriate adjustment process is more likely recognised 
when the organisation itself is seen to be supportive of the process.  
A growing body of research indicates that HCNs can aid in the socialisation process by 
providing social support or friendship and unique knowledge (Jackson, Hitt, & DeNesi, 
2003; Toh & DeNisi, 2005, 2007; Toh et al., 2012; Vance, Vaiman, & Andersen, 2009). 
The support that HCNs offer to their expatriate colleagues can assist them to overcome 
the more challenging and demanding periods of the adjustment process (Black & 
Mendenhall, 1990; Bell & Harrison, 1996; Bjorkman & Schaap, 1994; Suutari & 
Brewster, 1998). On the other hand, poor relationships with HCNs have been found to 
have a negative impact on work adjustment and the commitment of expatriates to the host 
subsidiary (Florkowski & Fogel, 1999). Previous studies have established that HCN 
support is positively related to all aspects of expatriate adjustment (Bhaskar-Shrinivas et 
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al., 2005; Hechanova et al., 2003). Arman and Aycan (2013) propose that social support 
provided by HCNs to expatriates is indispensable because the expatriates’ efforts alone 
are not adequate for a successful adjustment process. Similarly, Toh and Srinivas (2012, 
p.695) note that ‘the unique information that HCNs have about the host unit organisation 
and culture can distinctively aid expatriates in their understanding of their new role, and 
help them become adjusted more quickly’. Certainly, useful information-sharing and the 
effective cooperation of HCNs are vital for expatriate assignment success in the host 
subsidiary. Hence, the following two hypotheses: 
Hypothesis 9:  Host country nationals’ support relates significantly and positively to 
expatriates’ adjustment to the Ghanaian culture. 
Hypothesis 10: Host country nationals’ support relates significantly and positively to 
work-related adjustment. 
3.1.5 Headquarters-subsidiary Coordination 
The overall goal of sending an expatriate to a foreign subsidiary is for them to perform 
the expected tasks and ensure that there is continuity of operations between headquarters 
and the host subsidiary (Malek & Budhwar, 2013; Abdul Malek et al., 2015). Oltra et al. 
(2013) maintain that expatriates can improve relations and communication with 
headquarters that leads to more efficient global operations of the MNC network. 
Accordingly, Harvey, Novicevic and Speier (2000) observe that a major challenge of 
MNCs is how to attract and retain global managers who are capable of coordinating 
affairs between the parent company and the host subsidiary in order to achieve the 
strategic goal of the organisation. Even though subsidiaries within MNCs differ in terms 
of history, context, capabilities and organisational roles, they are primarily considered as 
the long-arm of the headquarters (Andersson, Forsgren, & Pedersen, 2001).  
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Gupta and Govindarajan (1991) argue that the deployment of coordination mechanisms, 
such as decentralisation of decision-making and communication within the parent 
company-subsidiary relationship should be understood as a critical antecedent to 
knowledge exchange. Empirical evidence has shown that foreign subsidiaries have been 
categorised along different dimensions. For example, some of the subsidiaries within the 
MNC network may exploit the competence of the parent company either as a local 
implementer or an assembler (Cantwell, 1987; Cantwell & Mudambi, 2005; Gupta & 
Govindarajan, 1991). Others perform a more creative function as integrated players or as 
centres of excellence (Gupta & Govindarajan, 1991; Holm & Pedersen, 2000; Pearce, 
1999). Irrespective of the mandate of a subsidiary in ensuring the MNC achieves global 
competiveness, the critical role of the expatriate as an effective headquarters-subsidiary 
coordinator cannot be underestimated. Hence, it is expected that, when an expatriate 
effectively plays the role of headquarters-subsidiary coordinator, he or she is likely to 
adjust to the host culture and work setting, which leads to the following hypotheses: 
Hypothesis 11: Headquarters-subsidiary coordination is significantly and positively 
related to Ghanaian culture adjustment.  
Hypothesis 12:  Headquarters-subsidiary coordination is significantly and positively 
related to work-related adjustment. 
3.1.6 Ghanaian Cultural Adjustment  
Extant literature on expatriation suggests that cultural adjustment is the prominent 
indicator of expatriation success and has therefore been the object of much research 
(Bhaskar-Shrinivas et al., 2005; Cao et al., 2012; Froese & Peltokorpi, 2013; Malek & 
Budhwar, 2013). Cultural adjustment is defined as encompassing low levels of stress and 
the negative attitudes associated with living in the host culture and the development of 
certain behavioural adaptations (Bhasker-Srinivas et al., 2005). This type of adjustment 
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involves the expatriates overall adaptation to living in the foreign culture and the degree 
to which they are psychologically comfortable and familiar with various aspects of a 
foreign country (Black, 1988; Black & Stephens, 1989). Some scholars maintain that an 
expatriates’ inability to adjust in the host culture is largely caused by socio-cultural 
factors independent from his or her professional work skills (Malek & Budhwar, 2013; 
Shin, Morgeson, & Campion, 2007). Malek and Budhwar note that cultural differences 
and specific host-country values and norms remain critical in an expatriate’s cross-
cultural adjustment and that these factors should not be overlooked by either the 
expatriate or the organisation.     
Liu and Lee (2008) contend that expatriates in a given subsidiary are generally working in 
environments comprised of significantly more host country nationals than expatriate 
comrades. As a result, they are required to adapt their behaviour to core aspects of the 
local culture and the general living conditions (Bhaskar-Shrinivas et al., 2005; Froese & 
Peltokorpi, 2013; Koveshnikov et al., 2014; Shin et al., 2007; Templer et al., 2006). The 
implication is that expatriates will necessarily have to modify their behaviours, norms and 
values to fit in and ultimately succeed within the host culture.  
Although expatriates need time to learn and become familiar with the Ghanaian culture, 
Hechanova et al. (2003) assert that cultural adjustment is the primary outcome of 
expatriation and would influence other outcomes such as job satisfaction and 
performance. Jun, Gentry and Hyun (2001) argue further that adequate adjustment to the 
host culture influences expatriate commitment to both the parent company and the host 
subsidiary. A better understanding of the culture of the host country enables expatriates to 
relate more effectively with HCNs (Cao et al., 2014; Froese & Peltokorpi, 2013; 
Koveshnikov et al., 2014). In a study exploring how Japanese managers adapt in the 
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USA, Yamazaki and Kayes (2007) maintain that expatriates can learn and subsequently 
better adapt to a foreign culture through concrete experience, reflective observations, 
abstract conceptualisation and active experimentation. Thus, due to differences in 
cultures, Western expatriates in particular, may discover that behaviours that are 
acceptable in their home countries are not considered appropriate in Ghana. For example, 
while Western societies perceived work relations to be determined largely by job 
descriptions and task-related responsibilities (Maurer & Li, 2006), Ghanaian culture 
valued personal relationships higher than formal contracts; indirect communication styles 
exist and performance evaluation are usually ambiguous (Hofstede, 1980; Lincoln & 
Kalleberg, 1990). These cultural values affect all individuals and groups in the Ghanaian 
work and non-work environments. 
In this context, it is logical to reason that successful adjustment in the Ghanaian culture 
should enhance an expatriate’s assignment completion. This leads to the following 
hypotheses: 
Hypothesis 13: Ghanaian culture adjustment is significantly and positively associated 
with assignment completion. 
Hypothesis 14: Ghanaian culture adjustment is significantly and positively associated 
with shaping the subsidiary. 
3.1.7 Work-related Adjustment  
Work-related adjustment refers to the expatriates’ comfort and adaptation regarding new 
job tasks, their work roles, the different performance standards and the work values in a 
new environment (Black, 1988; Liu & Lee, 2008). In other words, work-related 
adjustment represents the overall integration of expatriates into the new work 
environment. Breiden, Mohr and Mirza (2006) argue that the success of foreign 
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assignment is strongly dependent on the work adjustment of the expatriate. This 
notwithstanding, adjusting to the work environment becomes easier if there are 
similarities in procedures, policies and task requirements between the parent company 
and the host subsidiary abroad (Black et al., 1999). A study involving an expatriate 
sample, spanning across all continents except for Africa, using the multicultural 
personality questionnaire (MPQ) shows a positive relationship between expatriate 
personality traits and interaction adjustment. Likewise, social initiative was found to 
enhance expatriate work adjustment in Japan (Peltokorpi & Froese, 2012). It is argued 
that work adjustment depends primarily on the extent to which the different work role 
elements reduce or increase an expatriate’s perceived insecurity in a new, foreign work 
environment (Black et al., 1991). In a similar vein, Froese and Peltokorpi (2011) contend 
that the host country context affects expatriate job satisfaction. This lead to the following 
hypothesis: 
Hypothesis 15: Work-related adjustment is significantly and positively associated with 
assignment completion. 
Hypothesis 16: Work-related adjustment is significantly and positively associated with 
shaping the subsidiary. 
3.1.8 Assignment Completion  
Assignment completion refers to the intention and willingness of the expatriate to remain 
in the host culture and successfully execute the assigned tasks. Malek and Budhwar 
(2013) assert that the ultimate aim of sending an expatriate on international assignment is 
to ensure task accomplishment and continuity of operations from the headquarters to the 
foreign subsidiary. Consequently, premature returns have been historically viewed as 
expatriate failures (Hemmasi et al., 2010; Solomon, 1996). There are direct and indirect 
costs associated with expatriate assignment failure. Apart from significant financial costs 
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associated with relocation, failed assignments reduce the productivity of the firm, its 
business opportunities, market share and competitive position and damage corporate 
image and reputation (Dowling & Welch, 2004; Shaffer & Harrison, 1998). Although 
previous studies associate premature returns to assignment failure, Toh et al. (2012) argue 
that even though an expatriate may stay in the host country for the entire period of the 
assignment the assignee may not be successful. This argument is perhaps valid because 
the expatriate may remain on the job but may not be able to perform according to the 
expectations of the organisation and, in some instances, even be a burden on co-workers 
in the host unit. Granting that expatriation is in itself expensive, the organisation is better 
off if an expatriate who is not likely to function effectively returns prematurely (Harzing 
& Christensen, 2004).  
Accordingly, Harzing (1995) maintains that it is far more damaging for a company, if an 
expatriate who turns out to be unsuccessful is allowed to remain on the job in the host 
country until the completion of the assignment. This is because assignment completion 
does not mean expatriate failure has been avoided. Based on these assumptions, it is more 
beneficial to the organisation to have an expatriate who underperforms leave than for him 
or her to stay on the job (Harzing & Christensen, 2004; Naumann, 1992). Unquestionably, 
a premature return would be reckoned a failure only if the situations leading to the early 
departure were negative or if the departure resulted in a negative outcome (Hemmasi et 
al., 2010). An expatriate who has not been successful in the eyes of the parent company 
will be unlikely to report job satisfaction. Nevertheless, Kraimer et al. (2012) argue that 
expatriates who were more embedded in their assignments through fit, links and sacrifices 
are more likely to identify with their international employee job roles. Also, expatriate 
embeddedness in the host country positively relates to expatriates’ satisfaction with the 
host country. Overall then, it is safe to propose that expatriates who remain in the host 
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culture throughout the assignment period will be able to build their careers, acquire 
assignment relevant skills and become successful on the job. Thus, the following 
hypotheses: 
Hypothesis 17:  Assignment completion is significantly and positively related to career   
development. 
Hypothesis 18: Assignment completion is significantly and positively related to 
professional skills development. 
Hypothesis 19:     Assignment completion is significantly and positively related to overall 
success. 
3.1.9 Shaping the Subsidiary  
Shaping the subsidiary involves the effective transfer of knowledge from the expatriate to 
local employees as well as assisting the host employees’ gain better understanding of the 
organisation’s goals, expectations and overall strategy. In general, international assignees 
engage in direct knowledge transfer by sharing the parent company’s cultural values and 
best management practices with their host subsidiary colleagues (Chang et al., 2012). The 
strategic importance of international assignments has been described in terms of 
transferring business and technological expertise, developing personnel, facilitating and 
improving communications between the subsidiary and headquarters and introducing a 
unified organisational policy and strategy (Goerzen & Beamish, 2007; Mir & Mir, 2009). 
Some scholars contend that an MNC owes its survival to its superior ability to internally 
transfer knowledge more effectively and efficiently than through market mechanisms 
(Foss & Pedersen, 2002; Kogut & Zander, 1993). Similarly, Bossard and Peterson (2005) 
and Harzing and Van Ruysseveldt (2004) emphasise that expatriates play a strategic role 
in ensuring efficient control and management of global operations, promoting knowledge 
transfer between headquarters and subsidiaries and developing the international 
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experience of individuals and international thinking within the organisation. For these 
reasons, international assignees serve as knowledge agents between MNC subsidiaries, 
both during their assignments and upon repatriation to their home companies (Reiche, 
Harzing, & Kraimer, 2009). Promoting knowledge transfer from headquarters to foreign 
subsidiaries is a key motive for relocating staff abroad (Chang et al., 2012; Fang et al., 
2010). However, unfairness concerns occur when knowledge transfer is strictly unilateral, 
that is, when the host subsidiary is only a recipient of knowledge flows from headquarters 
(Oltra et al., 2013). A major challenge for the MNC in the 21st century is to respond, 
proactively, to the difficulties associated with effective knowledge transfer within the 
context of an ever-changing global economy (McGuinnness et al., 2013). Since 
knowledge transfer is both multi-dimensional and multi-directional, it may require several 
individual exchanges, especially in the case of tacit knowledge (McGuinness et al., 2013; 
Nonaka, Byosiere, Borucki, & Konno, 1994; Rabbiosi, 2011). There is consensus that 
knowledge transfer is complex and very challenging across firms, within regional clusters 
and across strategic alliances (Earster-Smith, Lyles, & Tsang, 2008; Simonin, 1999; 
Tallman, Jenkins, & Pinch, 2004).    
Despite the inherent challenges that are associated with knowledge transfer processes, 
effective knowledge transfer is vital for MNCs. As a result of expatriation, foreign 
subsidiaries of MNCs are able to gain from regional knowledge networks (Frost, 2001). 
In addition, Harzing, Pudelko and Reiche (2015) report that generally the expatriate 
presence not only increases function-specific knowledge transfer from headquarters to 
subsidiaries, but also, to a lesser extent, from subsidiaries to headquarters. Following the 
work of Toh et al. (2012), it is argued that it does not matter how long an expatriate 
remains on the job in the host country, the assignment can only be viewed as successful if 
there exist some evidence of transfer of knowledge from the expatriate to the host country 
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employees. This is what Wynne (2006) describes as the development of local 
management leadership, which is crucial for an organisation’s long-term success. Hence 
assignment success can be viewed within the framework of the international strategy of 
MNCs and what the assignment of an expatriate aims to accomplish. Thus, this study 
hypothesises that shaping the subsidiary is an important determinant of career 
development, professional skills development and the overall success of the assignment. 
Hypothesis 20: Shaping the subsidiary is significantly and positively related to career 
development. 
Hypothesis 21: Shaping the subsidiary is significantly and positively related to professional 
skills development. 
Hypothesis 22: Shaping the subsidiary is significantly and positively related to overall 
success. 
3.1.10 Job Satisfaction 
Generally, employee satisfaction is often considered as an overall feeling about the job, or 
as a related set of attitudes about various aspects of the job (Spector, 1997). Employee 
satisfaction also reflects a positive emotional state resulting from the appraisal of one’s 
job or job experiences (Locke, 1976). Locke’s definition places an emphasis on the task 
environment within which an employee performs his assigned duties and the attitudes that 
are developed through interactions within this environment (Froese & Peltokorpi, 2011), 
while Lévy-Garboua and Montmarquette (2004) describe it as an index of preference for 
the experienced job against outside opportunities. Rice, McFarlin and Bennett (1989) 
suggest that satisfaction is determined, in part, by the disparities resulting from a 
psychological comparison process involving appraisal of current job experiences against 
some personal standards. Thus, employee satisfaction is an important variable that may 
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potentially influence employees’ expectations regarding the workplace and their general 
attitudes toward the job (Turkyilmaz, Akman, Ozkan, & Pastuszak, 2011; Weiss, 2002).   
Drummond and Stoddard (1991) propose that employee satisfaction comprises an 
evaluation of various characteristics of the job including working conditions, pay, 
relationships with co-workers and supervisors, organisational policies and the nature of 
the job itself. Similarly, Luthans (1992) notes that employee satisfaction comprises five 
dimensions, namely: pay, characteristics of the job, working conditions, management 
politics and work colleagues. Literature on job satisfaction has focused on a wide range of 
issues including organisational commitment, organisational performance, socialisation, 
employee turnover intentions and social support (Frone, 2000; Gunlu, Aksarayli, & 
Perçin, 2010; Khan, Nawaz, Aleem, & Hamed, 2012; Lowry, Simon, Kimberley, 2002; 
Waltman, Bergom, Hollenshead, Miller, & August, 2012; Yang, 2010). Some scholars 
examined job satisfaction from a psycho-sociological viewpoint and conceptualised job 
satisfaction as an affective or emotional response in relation to various aspects of one’s 
job such as the job characteristics, career prospects, salary, co-workers and internal 
communication (Bonache, 2005; Coomber & Barriball, 2007; Kreitner & Kinicki, 1992). 
The various job, task and organisational factors are good predictors of job satisfaction, not 
only in a domestic setting but also in overseas assignments. For example, consistent with 
domestic research, expatriate job satisfaction is associated with lower turnover tendencies 
(Birdseye & Hill, 1995; Vidal, Valle, & Aragon, 2007), withdrawal cognition (Shaffer & 
Harrison, 1998) and higher motivation to perform and complete the assigned tasks 
(Downes, Thomas, & Singley, 2002). In line with previous studies, Spector (1997) argued 
that job satisfaction could be a reflection of organisational functioning. Accordingly, the 
five principal facets of job satisfaction are: satisfying work; equitable pay; promotion 
opportunity; satisfaction with co-workers; and supervisors (Smith, 1992; Smith, Kendall, 
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& Hulin, 1969; Phillips & Connell, 2003). Some researchers (Kim, Leong, & Lee; 2005; 
Anne & Grønholdt, 2001; Wu & Norman, 2006) observe that employee satisfaction is 
positively associated with employees’ loyalty to their organisation with Auer Antoncic 
and Antoncic (2011) maintaining that employee satisfaction is positively related to the 
growth of the firm. Consequently, dissatisfied employees have a greater tendency to 
withdraw from their jobs, or change their current jobs and careers. 
Considering the complexity of expatriate assignments, other factors that are strongly 
related to expatriate satisfaction in international settings also receive attention in the 
expatriation literature. For example, expatriate satisfaction has been found to relate 
positively with successful adjustment to overseas job requirements and the formation of 
relationships with the host country’s employees and customers (Black et al., 1991; 
Hechanova et al., 2003; Shaffer & Harrison, 1998). A survey of 148 expatriates on 
assignment in Japan found that national cultural distance, the supervisor’s nationality and 
the expatriate type have a statistically significant influence on expatriate job satisfaction 
(Froese & Peltokorpi, 2011). Similarly, in a study examining satisfaction among 
expatriates, repatriates and domestic employees, Bonache (2005) argues that expatriates 
in general are more satisfied with a number of job-related characteristics compared to 
both domestic employees and repatriates. Liu and Lee (2008) found that expatriates who 
are satisfied with the job in the host country are likely to adjust more effectively in the 
host culture. This study therefore, argues that expatriate satisfaction is multi-factorial, 
which is influenced by expatriates’ career development, professional skills development 
and overall success. These elements are important and significant factors when assessing 
an expatriate’s effectiveness in foreign subsidiaries. As such, these expatriation outcome 
variables play a significant role in defining how satisfied an expatriate becomes on 
assignment in host subsidiaries. 
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3.1.11 Career/Professional Skills Development  
A career is often referred to as the sequence of a person’s work experiences over time 
(Arthur, Hall, & Lawrence, 1989; Arthur, Khapova, & Wilderom, 2005). One basic 
consideration about working abroad is for expatriates to gain international experience and 
acquire new knowledge and skills. Scholars have shown that expatriates rely extensively 
on international assignments for the development of professional skills, insights, 
motivation and global leadership qualities (Benson & Pattie, 2008; Gregersen, Morrison, 
& Black, 1998; Hamza, 2010; Kraimer, Shaffer, & Bolino, 2009; Oddou, Mendenhall, & 
Ritchie, 2000; Yan, Zhu, & Hall, 2002). Therefore, expatriates who accept postings to 
different cultural environments are expected to accumulate desirable career competencies 
and resources during the expatriation period (Jokinen et al., 2008). Such international 
experiences are generally regarded as an effective way to acquire career capital 
(Dickmann & Harris, 2005), influence identity (Kohonen, 2005), shape future career 
ambitions and intentions (Suutari & Brewster, 2003) and boost the expatriates’ external 
marketability after repatriation (Mäkelä, Suutari, Brewster, Dickmann, & Tornikoski, 
2016).  
In a study exploring the motives of company-backed and self-initiated expatriates, 
Doherty et al. (2011) found that company-backed expatriates placed significantly more 
emphasis on specific career motives including job, skills and career development when 
making the decision to go abroad. Other researchers have identified a range of issues 
serving as motivating factors for working abroad. For example, expatriates consider 
international experience as potentially adding value to their career since they access task-
related knowledge which can be used as an indispensable asset to further their own 
professional development (Doherty & Dickmann, 2008; Doherty et al., 2011; Eby, Butts, 
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& Lockwood, 2003; Reiche, 2012). As a result, employees become attractive to 
international head-hunting firms and corporate recruiting agencies, as international 
experience increases their marketability to other employers (Mäkelä et al., 2016; 
McNulty, De Cieri, & Hutchings, 2013; Suutari & Brewster, 2003).  
Osland’s (1995) study, investigating the challenges that await expatriates in the context of 
the adventures of mythological heroes, suggests that when expatriates learn to adapt to 
their host cultures and are able to successfully complete their assignments, they 
experience a solid sense of satisfaction and mastery. These expatriates are said to return to 
their home country with an enhanced understanding of foreign cultures, increased self-
awareness, self-confidence and interpersonal skills and greater tolerance of differences 
among people. In addition, other studies indicate clearly that expatriation does not only 
enhance expatriates’ wide range of career capital (Berthoin Antal, 2000; Jokinen et al., 
2008), it also develops a network of social connections, which are useful in the 
employees’ international jobs (Brewster et al., 2014). Evidence further suggest that 
expatriates are found to acquire universal management competencies, such as social skills 
or change-management skills, because during the assignment they often work in a new 
environment coupled with higher responsibilities at a more senior level (Lazarova & 
Tarique, 2005; Oddou et al., 2013). Consequently, it is expected that international 
experience would significantly boost an expatriate’s career and professional skills 
expertise leading to satisfaction regarding the assignment outcomes. Hence, the following 
hypotheses: 
Hypothesis 23: Career development is significantly and positively associated with 
expatriate satisfaction. 
Hypothesis 24:  Professional skills development is significantly and positively associated 
with expatriate satisfaction. 
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3.1.12 Overall Success  
Expatriation remains an essential component of international human resource 
management in MNCs (Froese & Peltokorpi, 2011). As international competition 
continues to intensify, it has become necessary for MNCs to recruit, select and assign 
globally competent employees to manage foreign subsidiaries in order to assist the 
company achieve its global business strategy (Liu & Lee, 2008; Kumarika Perera et al., 
2016). Accordingly, Sims and Schraeder (2005) contend that the absence of motivated 
expatriate professionals who have in-depth knowledge of the business operation could 
result in companies being unable to achieve their strategic objectives, hence failing to 
compete favourably in emerging foreign markets. 
Although scholars have divergent opinions on what, in reality, constitutes expatriate 
success, some contributing factors of expatriate outcomes from the traditional point of 
view are recognised as key elements in improving the success of individuals on 
assignments. These factors include selection criteria such as self-selection and 
assessment, personality characteristics, language skills and prior international experience. 
For this reason, companies often evaluate and implement those selection activities that are 
crucial for identifying individuals with the required personality traits for success in a new 
cultural environment (Brewster et al., 2014; Caligiuri, 2000; Caligiuri, Lepak, & 
Bonache, 2010). By implication, an individual who is able to adjust to and remain in the 
host country is always considered successful on an international assignment, with those 
who return early without completing their assigned tasks designated as failures (Lovvorn 
& Chen, 2011). This assertion supports Black et al. (1990) and Solomon’s (1996) 
suggestion that the most common measure of an expatriate’s assignment failure is the 
inability of the expatriate to complete the assigned tasks. Shaffer and Harrison (1998) and 
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Wang and Takeuchi (2007) affirm that premature return intentions of an expatriate is an 
indication of assignment failure.   
In a similar vein, other researchers measure expatriate success through their own lenses. 
For example, while some considered expatriates’ commitment to the organisation as a 
yardstick of success (Shay & Baack, 2006; Takeuchi, et al., 2009), others proposed that 
transfer of knowledge from the expatriate to local employees, including the ability of the 
expatriate to maintan effective communication between headquarters and the foreign 
subsidiary, is what makes an expatriate successful on an international assignment 
(Harzing, 2001; Goshal, 1987; Grant, 1996; Jackson et al., 2003). Toh and DeNisi (2005) 
argued further that expatriate success is more likely to occur if there is transfer of 
knowledge, not only from expatriates to HCNs, but also some transfer of knowledge from 
HCNs to expatriates. These scholars emphasise that knowledge transfer should be 
considered the most important goal of MNCs when posting expatriates to foreign 
subsidiaries.  
In addition, Peterson (2003) contends that another measure of assignment success is for 
MNCs to introduce the local employees to a market economy, to instil world standards of 
performance and to provide training and functional expertise. These objectives can be 
effectively achieved only if there are good interpersonal relationships among the 
expatriates and host country nationals. Consistent with such an argument, Toh and DeNisi 
(2005) posit that an expatriate assignment is successful if conflicts among expatriates and 
local employees are minimised. This suggests the existence of cooperation and exchange 
of ideas among expatriates and local employees. In advancing the debate on what 
constitute expatriate success further, Hemmasi et al. (2010) in their work ‘An empirically-
derived multidimensional measure of expatriate success: Reconciling the discord’ draw 
 
 
102 
  
on a pool of conceptual and empirical work on expatriate success out of which they 
developed a multidimensional scale that measures success from both the expatriate’s and 
the organisation’s  perspectives. Hemmasi et al. (2010) maintain that the 
multidimensional measure of expatriate success is flexible and comprehensive in assisting 
organisations in valuing and systematically assessing the effectiveness of their expatriate 
programs. Their work challenges the notion of premature returns and other forms of 
turnover as the only way to evaluate expatriate success, arguing that it depends on a 
number of factors including the purpose of the assignment and from whose point of view 
success is being examined. Consistent with the work of Hemmasi et al. (2010), this study 
conceptualises expatriate success as a multidimensional construct with the potential to 
influence overall assignment success. Likewise, it sounds reasonable to hypothesise that: 
Hypothesis 25: Overall success is significantly and positively associated with expatriate 
satisfaction. 
3.2 Chapter Conclusion  
This chapter provided a review of empirical studies in relation to support from the 
organisation and local employees and its impact on expatriation in a sub-Saharan Africa 
host nation. In a comprehensive review, the study variables including: the dimensions of 
POS (i.e., career POS, finance POS and adjustment POS); host country nationals’ 
support; headquarters-subsidiary coordination; expatriate adjustment (Ghanaian cultural 
adjustment and work-related adjustment); assignment completion; shaping the subsidiary; 
career/professional skills development; overall success and job satisfaction were 
identified and discussed.  
Research to date has identified a number of pre-established relationships regarding the 
causal links between POS and expatriate assignment outcomes. However, a vast majority 
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of the studies have been carried out in the context of developed countries to the neglect of 
developing countries, particularly those in Africa. Within the expatriation literature, little 
is known about expatriates’ experiences in an African context. Given this omission, and 
as the existing studies on POS and expatriation report mixed results, the current research 
seeks to further examine the relationships between POS, host country nationals’ support 
and other expatriate assignment outcomes within a sub-Saharan African context. The 
various relationships among the constructs have been hypothesised and a visual depiction 
provided in the conceptual framework shown in Figure 3.1. 
The next chapter discusses the methodology used in this study to address the research 
objectives and answer the main research question.   
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Chapter Four: Research Methodology 
4 Introduction 
The preceding chapter reviewed empirical studies in relation to perceived organisational 
support, host country nationals’ support, headquarters-subsidiary coordination, expatriate 
adjustment and assignment outcome variables. These key themes provide the analytical 
framework for the thesis. First, it has been established through the literature review that, 
since expatriates contribute significantly to the success of international businesses, 
expatriation has become inevitable in the management of subsidiaries. Second, while 
expatriate adjustment in the foreign subsidiary is important, support structures are 
essential in aiding the adjustment process. Third, organisational support, including host 
country nationals’ support, can provide a theoretical framework within which to examine 
expatriate adjustment in the Ghanaian culture through the consideration of POS. In order 
to examine POS, expatriate adjustment and assignment outcomes in host subsidiaries the 
positivist paradigm is the research paradigm most relevant for directing the quantitative 
purposes in the current research.  
The rest of the chapter is structured as follows: Section 4.1 provides an overview of the 
research objective and the specific questions that the study seeks to answer. Section 4.2 
provides a description of the general philosophical perspectives of different 
methodologies. Section 4.3 illustrates the characteristics of positivist research as the 
research approach espoused in this thesis. The overall research design of this study, 
including sampling procedure, research instrument and questionnaire design is then 
discussed in detail in section 4.4. Section 4.5 discusses construct measurement and 
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section 4.6 provides a brief description of the approach to data analysis. Finally, section 
4.7 discusses issues of research ethics and section 4.8 concludes the chapter. 
4.1 Research Objective and Questions 
The central objective of this study is to examine the influence of perceived organisational 
support on expatriation outcomes in the sub-Saharan African context. Specifically, the 
study seeks to provide answers to the following questions: 
1. What is the influence of perceived organisational support on expatriate adjustment 
and assignment success? 
2. How significant is host country nationals’ support in eliciting expatriate cross-
cultural adjustment? 
3. Does headquarters-subsidiary coordination significantly influence expatriates’ 
adjustment to the Ghanaian culture and work environment? 
4. What significant effects does expatriate adjustment have on work activities? 
5. Do expatriate characteristics have significant effects on perceived organisational 
support and expatriate assignment outcome variables? 
4.2 Rationale and Theoretical Perspective 
Traditionally, research in the social sciences is either positivist or constructivist (Denzin 
& Lincoln, 2011; Easterby-Smith, Thorpe, & Lowe, 2002; Nueman, 2012; Williamson, 
Burstein, & McKemmish, 2002). However, contemporary business and management 
researchers have the choice of using any of the four major research philosophies (realism, 
interpretivism, pragmatism and positivism) when attempting to address their research 
problems, based on their belief regarding the nature of knowledge (ontology) and the 
advancement of knowledge (epistemology). It has been argued that the adoption of a 
particular epistemology leads the researcher to use certain methodologies (Crotty, 1998; 
Denzin & Lincoln, 2011; Easterby-Smith, Golden-Biddle, & Locke, 2008; Smith, 2008). 
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Hence, a researcher’s choice of a particular philosophy epitomises that individual’s 
assumptions of how he or she perceives and interprets the world (Saunders, Lewis, & 
Thornhill, 2012). These assumptions provide the basis for the research strategy and the 
choice of method consistent with the strategy.  
Realism is a research philosophy relating scientific enquiry to the development of 
knowledge. This philosophy posits that there exist realities quite independent of the mind, 
which is contrary to idealism, a theory that emphasises that only the mind and what is 
inside the mind exists (Crotty, 1998; Saunders et al., 2012). The realism perspective 
argues that, as individuals seek to understand the world and their work environment, they 
develop a subjective meaning of their experiences. These meanings are varied and 
multifaceted, compelling researchers to search for a complexity of views instead of 
narrowing meanings into a few classifications or ideas (Creswell, 2013; Crotty, 1998). 
Research scholars have identified two types of realism—direct realism and critical 
realism (Bhaskar, 2010; Saunders et al., 2012). In direct realism, what we see is what we 
get. This implies that what we experience through our senses is the accurate reflection of 
the world around us. Critical realism, on the other hand, argues that what we experience 
are sensations, the images of the things in the real world but not the actual things. Critical 
realists maintain that researchers will only be able to appreciate what is going on in the 
social world if they recognise the social structures that have given rise to the phenomenon 
they seek to investigate. As a result, individuals’ knowledge of reality cannot be 
understood without considering the perspectives of the social actors involved in the 
knowledge advancement process (Bhaskar, 2010; Dobson, 2001; Saunders et al., 2012). 
While realism aims at unveiling social reality in all its complexity, the current research 
considers quantitatively measurable and objective concepts. This paradigm is therefore 
not applicable to the current study.   
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Interpretivism research philosophy holds that people interpret the world around them 
based on their individual experiences, memories and expectations. This view was derived 
from two schools of thought: phenomenology and symbolic interactionism. The former 
refers to the manner in which people make sense of the world around them while the 
latter asserts that individuals are constantly interpreting the actions of those with whom 
they interact and this interpretation shapes their own meaning and the way they respond 
(Saunders et al., 2012). The underlying factor is that understanding the thought processes 
and feelings of people while interacting with them is very important. As such, this 
research paradigm is biased toward qualitative research design and argues that researchers 
need to pay careful attention to what people say or do in their normal life settings. 
Interpretivism advocates suggest that researchers need to focus on the specific contexts in 
which people interrelate so they can perfectly understand the historical and cultural 
settings of the participants (Creswell, 2013). However, the aim of the current study is not 
centered on interacting and interpreting the actions and behaviours of the study 
participants and thereby subjecting these observations to the researcher’s own set of 
meanings. Hence, interpretivism is not applicable in this study’s context. 
Pragmatism research philosophy argues that researchers can interpret the world or 
investigate the phenomena of interest in different ways. The proponents of this view 
emphasise that no single point of view can ever reflect the entire truth since there may be 
multiple realities. As a result, much attention is focused on the research problem and 
pluralistic approaches or methods are used to collect credible and reliable data for 
advancing knowledge (Kelemen & Rumens, 2008). Studies contend that mixed methods 
research collects data using different strategies, approaches and methods such that the 
mixture will potentially result in complementary strengths and non-overlapping 
weaknesses (Brewer & Hunter, 1989; Jogulu & Pansiri, 2011; Johnson & Onwuegbuzie, 
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2004; Johnson & Turner, 2003; Johnson, Onwuegbuzie, & Turner, 2007). Creswell 
(2013) notes that pragmatism presents several approaches, diverse worldviews and 
different assumptions; including different forms of data collection and analysis in the 
mixed methods study. The underlining factor is that research approaches should be mixed 
in ways that offer the best opportunities for answering key research questions. 
Pragmatism therefore provides direction in assisting researchers on how best research 
approaches can be mixed to yield meaningful results (Hoshmand, 2003; Tashakkori & 
Teddlie, 1998). Also, pragmatism is neither committed to any one philosophical 
perspective and reality, nor does it view the world as an absolute unity. It looks to 
multiple methods for collecting and analysing data instead of subscribing to only a single 
method. It therefore draws liberally from both qualitative and quantitative assumptions. 
As mixed methods research uses multiple methods to elicit data from participants to 
provide answers to research questions, the current research did not seek to combine 
elements of qualitative and quantitative approaches. For this reason, this research 
approach is not considered appropriate for this study.  
The fourth research philosophy is positivism. Positivism is based on the view that 
objective accounts of the world can be given when there are descriptions and explanations 
of universal laws based on scientific findings. It is a research philosophy in which data 
are collected about observable social reality based on which the researcher tries to 
identify regularities and a causal relationship in order to generalise the findings to some 
extent (Gill & Johnson, 2010).  
Important and significant to this research is that positivists are interested in examining 
individual behaviour through the generation of numeric values of observation (Creswell, 
2013; Neuman, 2012; Williamson, 2013). It is therefore the belief of the positivist that the 
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universe is ruled by certain assumptions, and that these assumptions need verification, 
rather than being taken for granted, to enhance our understanding of the world around us. 
This approach emphasises the fact that the researcher, as much as possible, carries out the 
research in a value-free manner (Saunders et al., 2012).  
This study is based on positivism, since the focus is on quantitative data, deductive 
reasoning and the extent to which the findings and conclusions can be applied to similar 
situations or settings or the population at large (Gilliland & McKemmish, 2004). The 
study therefore measures the effects of POS on expatriation outcomes. The issues 
associated with positivism are further discussed in section 4.3. The following section 
presents and discusses the need for adopting the positivist approach to address the aims of 
the current research.  
4.3 Research Approach   
Different types of research allow researchers to understand different phenomena and for 
different reasons (Deetz, 1996). The methodology chosen depends on what the researcher 
is trying to investigate rather than a commitment to a particular research paradigm 
(Cavaye, 1996; Krauss, 2005). This study uses quantitative research design as an 
appropriate method for addressing the research problem as it relies on the positivist 
research philosophy. Positivist enquiries are based around the notion that concepts 
existing in reality can be measured, understood and governed by a series of scientific 
rules (Hansen, Creswell, Clark, Petska, & Creswell, 2005; Healy & Perry, 2000; Teddlie 
& Tashakkori, 2011). In essence, the researcher collects data about an observable reality 
and searches for regularities and causal relationships in the data to create law-like 
generalisations similar to those produced by scientists (Flick, 2014; Gill & Johnson, 2010; 
Punch, 2013). The research strategy needed to collect the data involves the use of an 
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existing theory to develop the hypotheses. These hypotheses are tested and confirmed, in 
whole or part, or refuted, leading to the further development of a theory that can then be 
tested by further research (Saunders et al., 2012). Positivism, is therefore, a rejection of 
metaphysics as the goal of knowledge is simply to describe the phenomena that we 
experience (Krauss, 2005). Whereas researchers within other paradigms hold the view 
that they have to participate in real-world life to some extent to better understand and 
express its emergent characteristics, the positivists separate themselves from the world 
they study (Healy & Perry 2000). The research is carried out, as much as possible, in a 
value-free manner (Saunders et al., 2012).  Hence, the researcher is independent of, and 
neither affects or is affected by, the subject of the research (Remenyi, Williams, Money, 
& Swartz, 1998).   
According to the positivist epistemology paradigm, science is seen as the way to reach the 
truth, to understand the world well enough that it might be predicted and controlled. The 
world and the universe are deterministic; they operate by laws of cause and effect that are 
evident if the unique approach of the scientific method is applied. Accordingly, the 
positivist researcher is likely to use a highly structured methodology in order to facilitate 
replication (Gill & Johnson, 2010). Specifically, the emphasis is on quantifiable 
observations that lend themselves to statistical analysis. The individuals who engage in 
this form of enquiry have assumptions about testing theories deductively, building in 
protections against bias and controlling for alternative explanations (Creswell, 2009). 
Thus, the focus of the positivist researcher is to recognise the reality that exists externally 
and that measurement of properties should be done through objective measures (Easterby-
Smith et al., 2008). As an extensive body of knowledge exists with reference to perceived 
organisational support, the intention of the current research is to test and not to build 
theory. For this reason, its fundamental aim of is to extend current knowledge by 
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developing and testing a number of theoretically relevant hypotheses in a new cultural 
environment. Thus, this aim is highly congruent with a positivist approach as outlined 
above. Previous expatriate management research using POS as a theoretical stance has 
informed propositions regarding how expatriates are supported to adjust within host 
subsidiaries (e.g., Baran & Shanock, 2012; Cao et al., 2014; Chen et al., 2010; Kawai & 
Strange, 2014; Kraimer & Wayne, 2004; Takeuchi et al., 2009; Toh & Srinivas, 2012). 
The current research examines the relationship between the constructs of interest, with 
particular emphasis placed on how study participants respond to these constructs. 
Specifically, this study explores expatriates’ perception of the various kinds of support 
that are available to facilitate their cross-cultural adjustment to the host culture and units. 
Overall then, this study is committed to the positivist research perspective because it 
involves hypothesis testing, which relies on the quantitative method of data analysis. 
4.3.1 Research Design 
Nachmias and Nachmias (1976) describe research design as a plan that guides the 
investigator in the process of collecting, analysing and interpreting observations. It is a 
logical model of proof that allows the researcher to draw inferences concerning causal 
relations among the variables under investigation. Nachmias and Nachmias note further 
that the research design defines the domain of generalisability; that is, whether the 
interpretations of results can be generalised to a larger population or different situations. 
Research design involves the process of collecting, analysing, interpreting and reporting 
data in research studies (Creswell & Plano Clark, 2007). A researcher’s choice of a 
particular design for a research project depends largely on the scope, purpose and target 
population of the study, as well as the resources available to the researcher (Flick, 2014; 
Heppner et al., 2008).  
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In the most elementary sense, the design is the logical sequence that connects the 
empirical data to the research questions and, ultimately, to its conclusions (Yin, 2006). It 
is a ‘blue print’ that provides answers to four basic questions: what questions to study, 
what data are relevant, what data to collect and how to analyse the data (Philliber, 
Schwab, & Samsloss, 1980). Indeed, the function of a research design is to ensure that the 
evidence obtained enables researchers to answer the initial question as unambiguously as 
possible (De Vaus, 2013). There are three primary research designs: exploratory, 
descriptive and causal (Quee, 1999). The ideal choice of any of the three research options 
should be based on the purpose of the research (Stevens, Wrenn, Sherwood, & Ruddick, 
2006). In the context of this research, the descriptive design is obviously the best option 
for accomplishing the research objectives because of the following: 
 The descriptive research approach is a basic research method that examines the 
situation as it exists in its current state (Williams, 2007). 
 The descriptive design is ideally suited to studies where the objective is to 
describe the attitudes and behaviours of the population (Ocloo & Subbey, 2008) 
and also explore the relationship between the variables (Malhotra, Hall, Shaw, & 
Oppenheim, 2002; Williams, 2007).  
As this study aims to examine the relationship between POS and expatriate assignment 
outcomes, it is well-suited to a descriptive design. The research design covers the 
sampling process, research instrument, the questionnaire design, survey administration, 
constructs measurement, approach to data analysis and ethical consideration. These key 
components are discussed in greater detail below.  
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Figure 4.1  Research design 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
4.3.2 Study Population  
The target population for this study is MNCs operating in Ghana. These MNCs cut across 
various sectors of the Ghanaian economy such as the mining, construction, energy, oil 
and gas, telecommunications, manufacturing and banking segments. Statistics available 
from the Ghana Immigration Service estimated the total number of expatriate employees 
working in the four cities selected for the study, as at 2014, to be approximately 700. 
These expatriates occupy various positions in their respective companies, for example 
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chief executive officer, managing director, project manager, engineer, operation manager, 
marketing manager, HR manager, accountant and other first line managers. A total of 350 
questionnaires were distributed. Four cities were selected by the researcher: Accra, Tema, 
Takoradi and Kumasi, and seven MNCs from each city were selected for the survey, 
based on the number of expatriates on international assignments in the company at the 
time of data collection. The cities were selected because they were considered to be the 
hub of Ghana’s industrial activities and to have the largest concentration of MNCs and 
thus would facilitate effective data distribution and the collection process.  
4.3.3 Sampling Process 
Sampling techniques provide a range of methods that enable the researcher to reduce the 
amount of data to collect by considering only data from a sub-group rather than from all 
possible cases (Saunders et al., 2012). Both purposive and random sampling techniques 
were combined in this study in order to establish an effective sampling method (Albertin 
& Nair, 2004; Godambe, 1982). Purposive sampling is a deliberate choice used with 
respondents who can, and are willing, to provide information the researcher needs (by 
virtue of their knowledge and experiences) (Bernard, 2011; Lewis & Sheppard, 2006). 
Purposive sampling can be applied to research in a number of ways. For example, it can 
be used in preliminary studies where the researcher is still testing the feasibility of a 
proposed study (Poggie, 1972), sampling informants with a specific type of knowledge or 
skill (Li, et al., 2006; Prance, 2004; Vargas & van Andel, 2005) and when the population 
is too small for a random sample (Tran & Perry, 2003). In this study, the four selected 
cities were purposively chosen and the seven MNCs were picked at random from each 
city from a list of MNCs operating in Ghana.   
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4.3.4 Instrument 
This study assumed a quantitative approach to data collection and analysis consistent with 
the positivist research design protocol. The survey was considered to be the most 
appropriate tool for assisting the researcher to obtain the data necessary to address the 
research questions. Survey research provides a quantitative or numeric description of 
trends, attitudes or opinions of a population by studying a sample of that population 
(Creswell, 2013). According to Grooves et al. (2013, p.2), a survey is a ‘systematic 
method for gathering information from [a sample of] entities for the purpose of 
constructing quantitative descriptors of the attributes of the larger population of which the 
entities are members’. Surveys aid the collection of standardised data from a large 
population in a highly cost-effective way. They permit easy comparison, thereby yielding 
a broader range of information (Saunders et al., 2012), and are effective in producing 
information on the perceptions, attitudes, socio-economic characteristics, motives and 
behaviour of respondents. The data collected through surveys are reliable and the 
variability of results is reduced. It is relatively simple to analyse, quote and inter-relate 
the data obtained.  
Self-reported questionnaires were used to collect data in this research. Such self-
completion questionnaires are reported to be useful in management research because their 
inherent confidentiality encourages candid and truthful responses among respondents 
(Boddy, 2014; Buchanan, 2008). This method allows for consistency, as all respondents 
respond to the same set of questions, assisting the researcher to collect responses from a 
large sample in a more efficient way (Churchill & Iacobucci, 2006; Bourque & Fielder, 
2003; Saunders, et al., 2012). A survey ensures the anonymity of respondents, which in 
turn contributes to the likelihood of a respondent completing it, and has the advantages of 
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speedy distribution and response cycles with no direct interaction necessary between the 
researcher and the respondents (Andrews, Nonnecke, & Preece, 2003; Kanuk & 
Berenson, 1975; Jennings, 2001). 
4.3.5 Questionnaire Design 
 The questionnaire is considered one of the most widely used data collection methods 
within the survey strategy (Remler & Van Ryzin, 2011; Saunders et al., 2012; 
Williamson, 2013) because it is an efficient data collection mechanism (Sekaran & 
Bougie, 2009). The question structure in this study was designed such that respondents 
were provided with a question sequence that was easy to understand. For example, taking 
into account suggestions for proper survey design (Trochim & Donnelly, 2007), opening 
questions were made easy to answer in order to put respondents at ease; and transition 
statements were used each time the survey moved to a different topic. This type of design 
not only reduces the incidence of non-response, but also leads to more accurate responses 
(Dillman, 2011). The questionnaire began with a series of scales designed to measure 
expatriates’ overall satisfaction in Ghana and how successful they considered their 
assignments, then proceeded to measure the three dimensions of POS and host country 
national support. Those questions that could be perceived as being intrusive, such as 
expatriates’ characteristics, were placed last in the question sequence. Should a 
respondent decline to answer such questions and submit the survey at that point, it would 
only result in item non-response to a subsidiary research question because, unlike the 
other questions, they are not absolutely vital to the study. The survey instrument consisted 
of two major sections:  
1. The first section measures expatriate assignment outcome constructs, the three 
dimensions of POS and host country nationals’ support. These constructs were 
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adapted from previous studies as they have already been tested in other host 
country contexts, particularly in the US and Europe.   
2. The second section consists of questions relating to expatriates’ 
characteristics. Likert scales were used for all items in the first section where 
respondents are expected to rate each item on a seven-point scale ranging from 
1 = strongly disagree to 7 = strongly agree. The psychometric literature 
suggests that the use of a seven-point scale is a good balance between having 
enough points of discrimination without having to employ too many response 
options (Dawes, 2008; Nunnally & Bernstern, 1994). Moreover, if there are 
not enough response options, respondents will be forced to choose the next 
best alternative, which can be a potential source of measurement error.  
Some studies consistently suggest that, statistically, rating scales with small numbers of 
response options yield scores that are generally less valid and less discriminating than 
those with six or more response categories (Chang, 1994; Hancock & Klockars, 1991; 
Loken, Pirie, Virnig, Hinkle, & Salmon, 1987; Preston & Colman, 2000). This assertion 
has supported the findings of earlier researchers such as Finn (1972), Nunnally (1967) 
and Ramsay (1973) who have reported that reliability is maximised with seven-point 
scales. Similarly, Preston and Colman (2000) examined multiple indices of reliability, 
validity, discriminating power and respondent preferences and found support for the 
superiority of scales with around seven response categories—hence the seven-point rating 
scale was used in this research.   
In order to maximise the response rate and avoid measurement errors, attention was given 
to the wording; the length of the questionnaire and the duration of its completion; the 
sequence of questions; and the visual appeal of the survey (Dillman, 2011; Sekaran & 
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Bougie, 2009). A subject-expert academic panel, three HR managers and two expatriates, 
validated the survey instrument prior to the formal launch of the data collection. One of 
the expatriates was the regional manager (West Africa) of a mining consulting firm and 
the other, the general manager of a major shipping company. Since expatriates were the 
target respondents, it is believed that these international assignees would have fairly 
accurate knowledge of an organisation’s support systems that facilitate expatriates’ 
adjustment in host countries and would be able to validate question items on the survey. 
The researchers believed that these individuals would be sufficient to provide an 
appropriate face validation of the instrument since all items were adopted or adapted from 
extant literature. The general observation of the group was that, except for the re-wording 
of a few statements to improve clarity, there were no ambiguities or other related 
problems associated with the questionnaire. The questionnaire was proofread by a 
professional editing service and changes made to the wording where necessary. 
The survey comprised mainly of closed-ended questions. The closed-ended questions 
provided a number of alternative answers from which the respondents were allowed to 
choose the most appropriate response to each question. A notable strength of closed-
ended questions is that they are usually quicker and easier to answer and can be 
completed in a timely manner. In addition, they require minimal writing and the 
standardised data obtained can be analysed with ease (Churchill, Brown, & Suter, 2010; 
Fink, 2009; Saunders, et al., 2012). Closed-ended questions have been considered to yield 
more accurate responses due to the standardised answers placed in the survey by the 
researcher, which De Vaus describes as forced-choice questions (De Vaus, 2013; 
Dillman, 2011; Remler & Van Ryzin, 2011; Williamson, 2013).  
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In addition, the survey was deliberately designed to minimise the burden placed on 
respondents by: (a) providing the plain language statement (PLS) at the very start of the 
survey explaining the main aim of the research to participants; (b) adding a progress 
report bar so that respondents can see that they are making a steady progress towards 
completing the survey; (c) limiting the time it would take to complete the questionnaire to 
no more than 15 minutes, which aids maximisation of the response rate and reduces 
response error by avoiding respondent fatigue (Vehovar & Manfreda, 2008). 
4.3.6 Survey Administration   
A self-completed questionnaire was used for the purposes of data collection. This method 
of questionnaire administration is convenient for respondents in that it allows them to 
choose the time during which they will complete the survey. Additionally, it allows the 
respondents to take their time while completing the questionnaire (Dillman, 2011).  
In order to secure participation of respondents, the researcher sent cold-call invitations to 
MNCs operating in Ghana describing the purpose of the survey, the background of the 
researchers and their contact addresses, and an assurance of the confidentiality of the 
entire project. The contact information for most MNCs was derived from several sources, 
for example the Africa Business Database, the Ghana Stock Exchange Database and the 
Ghana Chamber of Mines Database. The invitation letter also requested HR managers and 
other contact persons from each company to assist in forwarding the survey questionnaire 
via the companies’ intranet services.  
The researcher travelled to Ghana over a five-month period (between April and 
September, 2015) to collect data from expatriates in Ghanaian MNCs. Three weeks prior 
to commencement of the survey, the researcher paid a courtesy call to all the MNCs who 
had given approval for their staff to participate in the survey. The main purpose of this 
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meeting was to inform the companies that the researcher was ready to launch the survey 
and to become acquainted with the HR managers and the contact persons of each of the 
MNCs. Initially, 28 companies were contacted but seven companies declined to 
participate, hence the total number of participating companies was 21. During the 
familiarisation visit, five companies requested to review the questionnaire to ensure that 
the information the researcher sought to obtain did not pertain to company confidentiality 
or competitive strategies. After reviewing the questionnaire, the management of the five 
companies were satisfied with its content and gave the researcher consent to conduct the 
survey.   
Previous studies suggest that web surveys can be used simultaneously with postal surveys 
to maximise response rates and counter the drawbacks inherent in each mode (Dillman, 
2007; Malek & Budhwar, 2013). Consistent with previous studies (Harzing et al., 2015; 
Abdul Malek et al., 2015), both online survey and paper questionnaires were used in the 
current research. Accordingly, a survey package was sent to the contact persons or the HR 
managers of each firm that agreed to participate in the survey. The survey package 
comprised of an invitation to participate and a copy of the survey for all expatriates 
employed by the company. Respondents were asked to submit the completed survey 
directly to the researchers allowing survey responses to remain confidential. Three weeks 
after the launch of the survey, follow-up emails were sent by the representatives of each 
of the MNCs reminding the expatriates about the significance of the research and the 
closing date for return of the survey. The invitation to participate explicitly asked 
respondents to return the completed survey questionnaire within four weeks.  
The researcher hand-delivered the invitation letters and the expatriate questionnaires to 
the HR managers and the contact persons of the participating companies. The researcher 
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spent three weeks distributing the questionnaires and made follow-up phone calls to the 
company representatives to find out if they had been distributed to the expatriates. The 
completed questionnaires were collected on a scheduled pick-up date. The questionnaires 
were distributed this way given that the local mail system is frequently associated with 
undue delays, which would lead to unwarranted delays and a poor response rate. Out of 
the 350 questionnaires that were distributed, 232 surveys were returned. Three cases were 
deleted as incomplete, leaving 229 usable questionnaires representing an effective 
response rate of 65.4%. This response rate is comparable to those reported in other 
relevant studies (e.g., Dulac et al., 2008, 66%; Koveshnikov et al., 2014, 79%; Mäkelä et 
al., 2016, 46.8%; Okpara & Kabongo, 2011, 80%).     
4.4 Measures 
All measures for this study were either adopted or adapted from prior literature as they 
have been tested and validated by previous researchers in different contexts. This section 
describes each construct and its measures and sources. Since the constructs of this study 
are multidimensional, they were measured using multi-item scales. Following previous 
research (e.g., Eisenberger et al., 1986; Kawai & Strange, 2014; Kraimer & Wayne, 
2004), three separate constructs, each comprising multi-item scales, were used to 
conceptualise and operationalise the support expatriates receive in foreign subsidiaries. 
On the basis of a thorough review of the literature, support from host country nationals 
has been included in this study. Previous studies provide empirical evidence in support of 
the notion that, by providing social support or friendship and unique knowledge, HCNs 
play a significant role in the expatriate adjustment and interaction process (Jackson et al., 
2003; Abdul Malek et al., 2015; Mahajan & De Silva, 2012; Mahajan & Toh, 2014; Toh 
& DeNisi, 2005, 2007; Toh et al., 2012; Vance et al., 2009). Since host country 
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employees have been found to be one of the most important sources of support for 
expatriates on assignments, this study argues that social support from HCNs may enhance 
the expatriates’ adjustment within both work and non-work environments in the host 
country, Ghana, leading to successful expatriation. The measurement of the rest of the 
study constructs were adapted from Hemmasi et al. (2010) as the items had already been 
tested and validated. Some of the items were slightly reworded to capture how expatriates 
felt about their assignment experiences in Ghana. As the original questionnaire was 
developed and used in the US context, some of the items were country-specific hence it 
becomes necessary for these items to be reworded to reflect issues relating to the host 
Ghanaian culture (e.g., I found it easy to adjust to the cultural norms of Ghana). A seven-
point rating scale was used to measure the constructs ranging from ‘strongly disagree’ to 
‘strongly agree’. The measurement items for the constructs included in this study are 
presented in Table 4.1. 
Table 4.1  Measurement items for the study constructs  
Construct Source Items used in this Study 
Career POS 
Kawai and Strange 
(2014), Kraimer 
and Wayne (2004) 
My company takes an interest in my career 
My company considers my goals when making 
decisions about my career 
It keeps me informed about career opportunities 
available within the company 
My company cares about my career development 
Finance POS 
Kawai and Strange 
(2014), Kraimer 
and Wayne (2004) 
The company takes care of me financially 
The financial incentives and allowances my 
company provides to me are good 
I receive generous financial support from my 
company 
I cannot complain about the financial benefits 
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associated with my expatriate assignment 
Adjustment POS 
Kawai and Strange 
(2014), Kraimer 
and Wayne (2004) 
My company has shown an interest in my family’s 
well-being 
It has provided my family with enough assistance to 
help them adjust to life in Ghana 
It has provided me with many opportunities to ease 
the transition to living in Ghana 
Help is available within my company whenever I 
have questions or concerns about living in Ghana 
Host country 
support 
Hechanova et al. 
(2003), Toh and 
DeNisi, (2005, 
2007), Toh and 
Srinivas (2012), 
Toh et al., 2012, 
Wills (1991) 
My Ghanaian co-workers are very willing to 
provide help when needed 
My Ghanaian co-workers are good-natured and 
friendly 
The support I received from my Ghanaian co-
workers helped me adjust to the local culture 
My Ghanaian co-workers play a vital role in 
helping me achieve my work goals 
They are cooperative and provide useful 
information 
They are good team players 
Ghanaian cultural 
adjustment 
Hemmasi et al. 
(2010) 
I have adjusted well to the non-work aspects of the 
host country (e.g., food, music, lifestyle) 
I found it easy to adjust to the cultural norms of 
Ghana 
I have not experienced any sense of “cultural 
shock” 
I have had no problem adjusting to people who 
speak a different language 
Work-related 
adjustment 
Hemmasi et al. 
(2010) 
I have adjusted well to the level of responsibility 
required by my work role in Ghana 
I have remained enthusiastic throughout my work 
experience in Ghana 
I have been able to deal with the day-to-day 
challenges of my new work environment 
  I have a good understanding of how this work 
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Career/professional 
skills development 
 
Hemmasi et al. 
(2010) 
assignment fits into my desired career path 
This work assignment in Ghana will help me gain 
promotion within my organisation 
I have used this work assignment in Ghana to 
develop new skills and knowledge 
I have used this work assignment as a valuable 
professional development experience 
Working in Ghana has helped me develop 
capabilities outside my own area of expertise 
Working here has helped me develop an 
understanding of foreign business practices 
Working here has helped me establish a network of 
valuable business connections 
 
Assignment 
completion 
 
 
Hemmasi et al. 
(2010) 
I have no trouble in completing the work tasks 
assigned to me 
I will have no problem completing the overall work 
project I came to Ghana for 
I am happy to remain in Ghana until my work 
assignment is completed 
I possess all the necessary knowledge and skills 
needed to perform my job-related duties 
HQ-subsidiary 
coordination 
 
Hemmasi et al. 
(2010) 
I have found it easy to maintain communication and 
coordination with my home office 
I have helped transfer the corporate culture of our 
home office to the subsidiary in Ghana 
I have helped improve communication and 
coordination between home office and subsidiary 
I have learnt how the subsidiary’s operations fit into 
the company’s overall strategy 
 
 
 
Shaping the 
subsidiary 
 
 
 
Hemmasi et al. 
(2010) 
I helped to improve local staff’s understanding of 
the company’s goals and expectations 
I have helped represent and protect my company’s 
interests in Ghana 
I have helped the subsidiary in Ghana via the 
knowledge and expertise I brought with me 
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4.4.1 Control Variables  
Consistent with prior research, eight control variables were included in the study to rule 
out possible alternative explanations for the hypotheses.  
1. Age—measured in years was included because it has been found to influence 
expatriate job satisfaction. For example, older expatriates were found to be more 
satisfied with their jobs in foreign assignments due to an attrition effect (Van 
Oudenhoven, Mol, & Van der Zee, 2003). 
2. Gender—measured by asking expatriates to indicate their gender (1 = Male and 2 
= Female). This variable was included as empirical evidence regarding its 
influence on expatriate work adjustment and job satisfaction is inconsistent. For 
instance, while studies have found that female expatriates have higher levels of 
socio-cultural adjustment than their male counterparts due to their interpersonal 
skills and visibility (Cole & McNulty, 2011; Napier & Taylor, 1995), in societies 
I have helped the subsidiary in Ghana via my 
technical and/or managerial skills 
 
 
Expatriate 
satisfaction 
 
 
Hemmasi et al. 
(2010) 
If someone asked me about my work experience in 
Ghana, I would say positive things 
If given the opportunity all over again to work in 
Ghana, I would definitely do so 
My overall experience of living and working in 
Ghana has been a positive one 
 
Overall success 
 
 
Hemmasi et al. 
(2010) 
My overall contribution to the company made the 
cost of sending me here worthwhile 
Overall, my assignment contributed to the financial 
success of my company 
Overall, my assignment helped improve the 
competitive position of my company 
I successfully achieved all the goals my company 
had in mind when they sent me to Ghana 
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with masculine values, cultural norms regarding working with women create a 
challenge for female expatriates (Caligiuri & Tung, 1999). In addition, Selmer and 
Lauring (2010) surveyed 428 self-initiated expatriate academics in Europe and 
found self-initiated expatriates’ reasons to expatriate differ according to age and 
gender.  
3. Duration of stay in Ghana was measured as the number of years each participant 
had resided in Ghana. Cross-cultural adjustment to a foreign subsidiary is a time-
consuming process and expatriates need time to become adjusted to new work and 
non-work environments in host countries. Yet, empirical evidence has been 
inconsistent in expatriation research regarding the time-adjustment linkage 
because the time that is spent in the host country has had a positive influence on 
work adjustment in some studies and no significant effect in others (Bhaskar-
Shrinivas et al., 2005).  
4. Previous international assignment experience—measured by asking expatriates to 
indicate if they had any previous international assignment experience (1 = Yes and 
2 = No). Prior work experience in other foreign countries has been found to 
facilitate cross-cultural adjustment and job satisfaction of expatriates because it 
fosters more accurate estimates of future stressors in subsequent expatriate 
assignments (Black et al., 1991).  
5. Familiarity with local Ghanaian dialects—measured by asking expatriates to 
indicate if they are familiar with any local dialect in Ghana (1 = Yes and 2 = No).  
6. Country of origin—measured by asking expatriates to indicate the name of their 
home country. 
7. Marital status—measured by asking expatriates to indicate their marital status (1 = 
Single, 2 = Married and 3 = De facto).  
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8. Pre-departure knowledge of the Ghanaian culture—measured by asking 
expatriates to indicate if they had pre-departure knowledge of the host Ghanaian 
culture.  
This section was deliberately placed towards the end of the questionnaire due to its 
potential to be perceived as intrusive. In this way, should respondents decide not to 
answer any such questions, the impact on item non-response would be minimal. Olsen 
and Martins’ (2009) study has argued persuasively that expatriates’ demographic 
characteristics affect their experiences in international assignments.    
4.5 Data Analysis 
The statistical methods employed to analyse the survey data include descriptive statistics, 
inferential statistics and structural equation modelling. First, demographic characteristics 
of the respondents were presented and the ANOVA (analyses of variance) was used to 
test the influence of respondents’ characteristics on the study variables. Second, structural 
equation modelling was used to test the hypothesised relationships as presented in the 
study model.    
4.5.1 Descriptive and Inferential Statistics 
Descriptive statistics are often used to describe aspects of quantitative data for easy 
interpretation and comparison (Sheard, 2013). Accordingly, descriptive statistics have 
been used to present data in management research (e.g., Allen & Shanock, 2013; Boddy, 
2014; Malek & Budhwar, 2013; Rabbiosi, 2011). The main focus of descriptive statistics 
is to provide a summary of a single variable or group of variables (Berenson et al., 2013; 
Sheard, 2013). When describing data for both samples and population quantitatively, it is 
usual to discern certain measures of central tendency such as the mean, mode or median 
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that provides an average of the values of the distribution (Sheard, 2013). The mean, 
median and mode as measures of central tendency are often considered the gateway to 
understanding statistical formulas (Nolan & Heinzen, 2014). Descriptive statistics is used 
to organise and describe the characteristics of data gathered (Salkind, 2000); it assists in 
the identification of trends and patterns of data and offers the bases for comparisons 
between variables. In this research, descriptive statistics provides an understanding of 
international assignees’ perception of the organisational support that is available and its 
influence on expatriate assignment success. It is also used to organise and describe the 
characteristics of the data collected (Salkind, 2000). On the other hand, inferential 
statistics are used to make decisions about a population under study from samples of that 
population, usually through hypothesis testing, in order to determine if the result obtained 
from the analysis could have occurred by chance (Sheard, 2013). 
4.5.2 Structural Equation Modelling 
Many human resource management researchers have extensively applied regression-
based approaches such as multiple regression analysis, analysis of variance and factor 
analysis to either identify or confirm a theoretical hypothesis based on the analysis of 
empirical data (e.g., Cao et al., 2014; Eschleman, Bowling, Michel, & Burns, 2014; 
Froese & Peltokorpe, 2011; Hamori & Koyuncu, 2011; Kraimer et al., 2012; Lilly, 2015; 
Reiche et al., 2011; Toh & Srinivas, 2012). However, these methods of data analysis 
share three common limitations that may limit their applicability in some research 
situations: (a) the postulation of a simple model structure; (b) the assumption that all 
variables can be considered as observable; and (c) the conjecture that all variables are 
measured without error (Bagozzi, Yi, & Philipps, 1991; Haenlein & Kaplan, 2004; Heeler 
& Ray, 1972; Jacoby, 1978; McDonald, 1996). To overcome the limitations of 
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regression-based approaches, researchers are increasingly using structural equation 
modelling (SEM) as an alternative since it has been developed to address a lack of 
approaches to path analysis, particularly when dealing with complicated diagrams.  
SEM is a family of statistical models that takes a confirmatory approach to multivariate 
analysis of a structural theory to explain causal relations among multiple variables 
(Bhatti, Battour, Ismail, & Sundram, 2014; Hair, William, Barry, & Rolph, 2007; Lei & 
Wu, 2007). It is a theory-driven confirmatory approach to data analysis tool that provides 
graphical descriptions of the pattern of correlation between a set of variables in order to 
test pre-established relationships (Mulaik et al., 1989). Compared to regression-based 
approaches, which analyse only one layer of linkages between independent and dependent 
variables at the same time, SEM allows for simultaneous modelling of relationships 
among multiple independent and dependent constructs (Gefen, Straub, & Boudreau, 2000; 
Haenlein & Kaplan, 2004). As such, Diamantopoulos (1994) contends that researchers no 
longer differentiate between dependent and independent variables; instead they 
distinguish between the exogenous and endogenous latent variables. In addition, SEM 
enables the researcher to construct unobservable variables measured by indicators as well 
as to explicitly model measurement error for the observed variables (Chin, 1998a). As the 
aim of the current research is to test a proposed theoretical model, SEM is considered 
appropriate for this study as it allows for a complex array of structure-analysing 
procedures to be conducted in order to identify the interrelationships between sets of 
variable. It can expand the explanatory ability and statistical efficiency for model testing 
with a single comprehensive method (Bhatti et al., 2014; Cheng, 2001; Hair et al., 2007). 
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4.6 Ethical Consideration 
Ethical issues are the concerns and dilemmas that arise in relation to the research. The 
researcher must construct a way in which to execute the research that ensures no harmful 
conditions or outcomes are created for the subjects (humans) involved in the study 
(Barnard, Schurink, & De Beer, 2008). Research ethics can be described as the 
application of rules and professional codes of conduct to the collection, use and 
interpretation of research data and publication of information about research subjects 
(Neuman & Robson, 2012). Ethics form an integral part of research planning (Mertens, 
1998). The researcher is very much aware of the responsibility to be sensitive to and 
respectful of the study respondents and their basic human rights. Prior to the distribution 
of the survey, the researcher applied for ethics approval from the Human Research Ethics 
Committee of the Federation University Australia (see appendix A). This is to ensure that: 
1. The participants were fully aware of the aim and objectives of the research 
2. It was made known to them that participating in the study was completely 
voluntary, and that should anyone, for any reason, want to withdraw from 
participating, that he or she had the right to voluntarily do so at any time 
3. The privacy of the participant would be respected and as such any information 
they provided or shared would be treated as confidential 
Ethical considerations have been applied to ensure that the research was conducted 
honestly and that respect for the respondents supersedes the interest of the researcher.  
4.7 Chapter Conclusion 
This chapter has provided a comprehensive discussion of the methodology used to 
address the objectives of the current research project. Despite extensive expatriate-related 
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research over the past few decades, most of these studies have been predominantly carried 
out in a Western context to the neglect of non-Western environments particularly those of 
emerging countries. Drawing on POS theory, the current research extends existing studies 
by investigating the role of POS in the adjustment and assignment of expatriates who are 
on international assignments serving the interests of their parent companies in Ghana—a 
dynamic cultural context in which there has been a scarcity of research. 
Specifically, this chapter discussed the philosophical assumptions and methodological 
decisions the researcher made, including the overall procedures for collecting, analysing, 
interpreting and reporting the data. The researcher adopted the positivist research 
philosophical stance. This worldview provides an appropriate and sound rationale for the 
quantitative method adopted. The researcher believes that, given the research purposes 
and the general research question, the quantitative method is statistically appropriate to 
explore the objectives and answer the research questions. As such, the methodology 
contributes to developing, testing, refining and explaining the study model outlined in 
chapter three. Additionally, the use of explanatory techniques assists in examining and 
understanding the proposed causal relationships between the various variables in the 
current research. In the next chapter, results of data analysis will be presented. 
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Chapter Five: Analysis and Results 
5 Introduction  
This chapter presents the findings of the questionnaire. The reporting of these findings is 
consistent with the study’s conceptual framework and research model, which are both 
underpinned by positivist methodology. The chapter focuses mainly on analysis of the 
data to provide an empirical understanding of the effects of POS on expatriate assignment 
outcomes in Ghanaian MNCs. Descriptive, inferential and multivariate statistical methods 
were used. First, expatriate demographic characteristics from the sample were tabulated 
and presented. Second, ANOVA was used to determine whether any of the model 
variables were influenced by the respondents’ demographic 
characteristics. Third, structural equation modelling (SEM) was employed to test the 
hypothesised relationships among the constructs. The chapter is organised as follows: 
Section 5.1 provides an overview of the respondents’ demographic characteristics. It also 
reports descriptive statistics, including variable means, standard deviations, correlations, 
and reliability coefficients; section 5.2 reports testing control 
variables; SEM measurement validation model results are provided in section 5.4 and 
section 5.5 summarises the chapter.     
 
5.1 Expatriate Characteristics 
Expatriates’ country of origin, duration of stay in Ghana, pre-departure knowledge of the 
Ghanaian culture, previous international assignment experience, familiarity with local 
Ghanaian dialects, age, gender and marital status were sample 
characteristics recorded for this study (see Table 5.1). The expatriates who responded to 
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the survey were from 40 different countries, across six continents. Respondents were 
mostly from Asia (50 percent) and Europe (26 percent) with the rest from Africa, North 
America, South America and Australia. Of the 229 expatriates in the study sample, the 
overwhelming majority, 80 percent, was male, which is consistent with the statistical fact 
that international transfer is primarily a male-dominated phenomenon (e.g., Froese, 2012; 
Harris, 1995; Kraimer et al., 2012; Lazarova & Caligiuri, 2002; Mäkelä et al., 
2016;  Abdul Malek et al., 2015). In terms of marital status, 51 percent were married. 
Most expatriates in the sample were younger than 41 years of age (77 percent). This 
relatively high percentage of younger respondents in the study suggests that younger 
people are more willing and able to accept postings to foreign subsidiaries. In terms of 
previous international assignment experience, 63 percent of the respondents reported they 
had previous international assignment experience—the rest of the sample indicated that 
the assignment in Ghana was their first international posting. Nearly half of the 
expatriates, 46 percent, reported to have pre-departure knowledge of the host Ghanaian 
culture and 29 percent reported to have knowledge of, or familiarity with, at least one 
local Ghanaian dialect. Regarding the expatriates’ duration of stay in Ghana, nearly 11 
percent indicated that they had spent less than a year in Ghana, 64 percent have been 
working in Ghana between 1 and 3 years, 20 percent have spent between 4 and 6 years 
and a minority of the expatriates, approximately 5 percent, have been on assignment in 
Ghana for more than seven years. Perhaps the assignment of the latter two groups of 
expatriates was extended because they might be members of the board of directors of 
their individual companies or they might have adjusted well to the Ghanaian culture and 
understand the Ghanaian business terrain.  
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Table 5.1  Demographic characteristics of respondents 
 
Descriptive statistics for the constructs in the study are depicted in Table 5.2 below. Prior 
to testing the measurement and structural models, the data were subjected to two 
validation steps including testing control variables.   
 
  Count Percent     Count Percent 
Gender    Previous international experience 
Male 184 80.3%  Yes 145 63.3% 
Female 45 19.7%  No 84 36.7% 
       
Age   
 
Pre-departure knowledge of 
Ghanaian culture 
< 30 years 48 21.0%  Yes 105 45.9% 
31–40 years 128 55.9%  No 124 54.1% 
41–50 years 40 17.5%     
Above 50 years 13 5.7% 
 
Familiarity with local Ghanaian 
dialects 
    Yes 66 28.8% 
Marital Status    No 163 71.2% 
Married 116 50.7%     
Single 69 30.1%  Duration of stay in Ghana 
De facto 7 3.1%   < 1 years 25 10.9% 
No Response 37 16.3%  1–3 years 147 64.2% 
    4–6 years 46 20.1% 
Continent    Above 7 years 11 4.8% 
 Asia 115 50.2%     
Europe 60 26.2%     
Africa 39 17.0%     
North America 9 3.9%     
South America 4 1.7%     
Australia 2 0.9%         
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Table 5.2  Descriptive statistics (means, standard deviations, and correlations among variables) 
Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 
1. Career POS (.89)             
2. Financial POS .60*** (.85)            
3. Adjustment POS .27*** .13* (.93)           
4. Host country support .51*** .32*** .09 (.90)          
5. Career development .45*** .34*** -.02 .44*** (.82)         
6. Professional skills development .25*** .32*** -.10 .42*** .47*** (.79)        
7. Assignment completion .35*** .37*** -.02 .53*** .62*** .67*** (.82)       
8. Ghanaian cultural adjustment .25*** .24*** .05 .20** .44*** .35*** .45*** (.82)      
9. Work related adjustment .35*** .26*** -.11 .44*** .69*** .57*** .65*** .57*** (.82)     
10. Headquarter subsidiary 
coordination .46*** .39*** .06 .42*** .54*** .56*** .63*** .41*** .58*** (.85)    
11. Shaping the subsidiary .27*** .30*** -.05 .42*** .52*** .64*** .64*** .30*** .58*** .75*** (.91)   
12. Satisfaction .43*** .41*** .02 .46*** .47*** .46*** .50*** .34*** .46*** .49*** .41*** (.82)  
13. Overall success .39*** .35*** -.03 .49*** .40*** .57*** .54*** .20** .50*** .50*** .56*** .58*** (.83) 
Means 5.15 5.34 4.63 5.67 5.39 5.71 5.52 5.10 5.39 5.30 5.59 5.65 5.62 
Standard deviations (SDs) 1.14 1.02 2.01 0.98 0.90 0.88 0.97 1.05 0.90 0.91 0.98 1.03 0.89 
Composite reliability (CR) .89 .85 .93 .90 .82 .81 .73 .83 .82 .86 .91 .83 .86 
Average variance extracted (AVE) .66 .65 .87 .70 .61 .59 .58 .62 .60 .60 .72 .61 .62 
Note. Cronbach’s alpha reliability coefficient is presented in the diagonal.  
* p < .05, ** p < .01, *** p < .001 
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5.2 Testing Control Variables 
A series of one-way analyses of variance tests were employed in order 
to detect significant differences among the constructs of interest based on respondents’ 
demographic characteristics. Since multiple comparisons were made using the same 
dataset, a conservative p criterion of .001 was adopted in order to account for the 
familywise error rate, based on the Bonferroni correction. Results of these analyses are 
presented in Table 5.3.  
The results reveal that Europeans reported significantly greater cultural adjustment than 
employees from other continents (e.g., Asia and North America). The effects of other 
characteristics approached significance. Financial POS is influenced by pre-departure 
knowledge of the host country, continent, and duration of stay in Ghana. Similarly, 
professional skills development, assignment completion and work-related adjustment are 
influenced by gender. The analyses also reveal that pre-departure knowledge of the host 
culture has an effect on expatriates’ career development. Furthermore, expatriate 
satisfaction and overall success are influenced by knowledge of local Ghanaian dialects 
and the respondent’s age. Lastly, Ghanaian cultural adjustment is influenced by duration 
of stay in Ghana. Other differences are insignificant; hence no further analysis is required 
to determine the effect size of the observed differences.   
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Table 5.3  One-way ANOVA results  
Note: F-statistics are presented in the table. * p < .001, (*) p < .05 (denotes marginally significant difference at 0.05 level).
  
Gender 
International 
Experience 
Pre-
Departure 
Knowledge 
Knowledge 
of Local 
Dialects 
Age 
Marital 
Status 
Continent 
Years 
working in 
Ghana 
Career POS 0.232 0.503 0.313 2.216 2.216 0.200 1.999 1.052 
Financial POS 0.418 0.101 4.388(*) 3.529 3.529 0.153 2.832(*) 3.239(*) 
Adjustment POS 2.555 0.021 0.698 0.211 0.211 0.289 1.815 1.055 
Host country support 6.665(*) 1.152 0.189 4.793(*) 4.793(*) 1.515 0.889 0.701 
Career development 0.445 0.005 4.590(*) 1.111 1.111 0.313 1.722 2.337 
Professional skills development 7.481(*) 1.016 0.038 0.632 0.632 0.187 0.711 1.079 
Assignment completion 9.787(*) 0.409 0.884 3.554 3.554 0.349 1.464 0.864 
HQ-subsidiary coordination 0.012 0.022 1.144 0.162 0.162 1.394 1.012 1.718 
Expatriate satisfaction 0.741 3.576 3.281 6.540(*) 6.540(*) 0.201 0.810 0.569 
Work-related adjustment 4.430(*) 0.162 2.435 0.919 0.919 0.976 1.051 0.662 
Shaping subsidiary 2.533 1.823 0.256 0.021 0.021 0.958 0.733 0.957 
Overall success 2.644 2.104 0.065 5.436(*) 5.436(*) 0.139 0.757 0.210 
Ghanaian cultural adjustment 0.134 0.033 0.588 0.034 0.034 0.359 4.359* 2.484(*) 
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5.3 CFA Measurement Model Validation 
This study adopted a structural equation modelling (SEM) approach to test the study 
hypotheses. SEM is particularly useful when modelling relationships among 
multiple predictors, mediators and dependent variables, which is consistent with the study 
objective. A two-step procedure is recommended when testing theoretical models using 
SEM (Medsker, Williams, & Holahan, 1994). The first step involves examination and 
validation of a measurement model. The second relates to testing a structural model in 
which directional relationships between the variables are specified (Garver & Williams, 
2009).  In the initial data screening, the assumptions for multivariate analysis were 
assessed, including normality of the data, linearity, homoscedasticity and independence of 
the observed variables. As some of the variables departed from a normal distribution, a 
robust estimator (Maximum Likelihood Robust; MLR) was used to test the model. Using 
maximum likelihood estimation, SEM is robust in dealing with data that is missing at 
random (Enders, 2001).  
To analyse the data, a measurement model was first tested using confirmatory factor 
analysis (CFA). Once the measurement model had been established, a fully latent path 
model was estimated to test the hypothesised relationships among the variables. Model fit 
is denoted by a non-significant chi-square (χ²), a comparative fit index (CFI) above .90, a 
root mean square error of approximation (RMSEA) below .06, and a standardised root 
mean square residual (SRMR) below .08 (Hu & Bentler, 1999).   
The initial measurement model containing the entire set of items was found to be a poor 
fit to the data, χ²(df = 1097) = 2270.329, p < .001, CFI = .831, RMSEA = .068, 
SRMR = .070. Inspection of the residual covariance matrix and the modification indices 
revealed a number of cross-loadings of items between multiple factors, and residual  
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covariances not explained by the factor structure. As a result, the model was re-specified 
based on a theoretical consideration of the items.  
With regard to the Adjustment POS scale, two items were removed (‘My company has 
shown an interest in my family’s well-being’ and ‘It has provided my family with enough 
assistance to help them adjust to life in Ghana’), as they both specifically related to 
family. These items were less relevant to employees who were unmarried with no 
dependents.  Also, two items were removed from the Host Country Support scale (‘My 
Ghanaian co-workers helped me adjust to the local culture’ and ‘My Ghanaian co-
workers play a vital role in helping me achieve my work goals’), as these items 
specifically related to cultural adjustment and achievement of work goals, rather than 
interpersonal support more generally. With the Assignment Completion scale, one item 
was removed (‘I am very happy to remain in Ghana until my work assignment is 
completed’), as it related to willingness to remain in Ghana as opposed to confidence in 
being able to complete assignments. The items associated with the Career and 
Professional Skills development factors were separated into two scales (Career 
Development and Professional Skills Development), as the entire set of items did not load 
well on a single factor. In addition, an item was dropped from the Ghanaian Cultural 
Adjustment scale (‘I have had no problem adjusting to people who speak a different 
language’) as it related to learning the local language as opposed to cultural adjustment. 
Finally, an item was dropped from the Financial POS scale (‘The company has taken care 
of me financially’) as it cross-loaded with many of the other factors in the model.  The 
revised measurement model provided a much better fit to the data, 
χ²(df = 741) = 1154.266, p < .001, CFI = .925, RMSEA = .049, SRMR = .050. The 
standardised factor loadings of this model are presented in Table 5.4.   
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Table 5.4  Standardised factor loadings for the measurement model 
Factor / Item Loading 
Career POS  
My company takes an interest in my career .80 
My company considers my goals when making decisions about my career .83 
It keeps me informed about career opportunities available within the company .85 
My company cares about my career development .78 
Financial POS  
The financial incentives and allowances my company provides to me are good .85 
I receive generous financial support from my company .83 
I cannot complain about the financial benefits associated with my expatriate assignment .74 
Adjustment POS  
It has provided me with many opportunities to ease the transition to living in Ghana. .95 
Help is available within my company whenever I have questions or concerns about living 
in Ghana 
.92 
Host country support  
My Ghanaian co-workers are very willing to provide help when needed .79 
They are cooperative and provide useful information .89 
They are good-natured and friendly .88 
They are good team players .79 
Career development  
My work experience in Ghana fits in well with my long-term career plan .74 
I have a good understanding of how this work assignment fits into my desired career .88 
This work assignment in Ghana will help me gain promotion within my organisation .72 
Professional skills development  
I have used this work assignment in Ghana to develop new skills and knowledge .83 
I have used this work assignment as a valuable professional development experience .85 
Working here has helped me develop an understanding of foreign business practices .60 
Assignment completion  
I have no trouble in completing the work tasks assigned to me .70 
I will have no problem completing the overall work project I came to Ghana for .82 
Headquarter subsidiary coordination  
I have found it easy to maintain communication and coordination with my home office .72 
I have helped transfer the corporate culture of our home office to the subsidiary in Ghana .78 
I have helped improve communication & coordination between home office and the 
subsidiary. 
.83 
I have learnt how the subsidiary operations fit into the company’s overall strategy .77 
Shaping the subsidiary  
I helped to improve local staff’s understanding of the company’s goals & expectations .83 
I have helped represent and protect my company’s interests in Ghana .88 
I have helped the subsidiary in Ghana via the knowledge & expertise I brought with me .84 
I have helped the subsidiary in Ghana via my technical and/or managerial skills .84 
Satisfaction  
If someone asked me about my work experience in Ghana, I would say positive things .85 
If given the opportunity all over again to work in Ghana, I would definitely do so .78 
My overall experience of living and working in Ghana has been a positive one .72 
Overall success  
My overall contribution to the company made the cost of sending me here worthwhile .76 
Overall, my assignment contributed to the financial success of my company .84 
Overall, my assignment helped improve the competitive position of my company .82 
I successfully achieved all the goals my company had in mind when they sent me to Ghana .71 
Ghanaian cultural adjustment  
I have adjusted well to the non-work aspects of the host country (e.g. food, music .74 
I found it easy to adjust to the cultural norms of Ghana .92 
I have not experienced any sense of “culture shock” .68 
Work related adjustment  
I have adjusted well to the level of responsibility required by my work role in Ghan .73 
I have remained enthusiastic throughout my work experience in Ghana .83 
I have been able to deal with the day-to-day challenges of my new work environment .77 
All factor loadings were significant, p < .001.  
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Reliability refers to the extent to which data collection techniques and analytic procedures 
would produce consistent findings if repeated on another occasion or replicated by a 
different researcher (Saunders et al., 2012; Tanner, 2013). For this reason, reliability 
analysis usually tests the survey instrument’s consistency and stability over a variety of 
conditions (Ndubisi, 2012). Even though researchers suggest a finding of 0.7 is 
acceptable, a value more than 0.6 is also considered a satisfactory cut-off (Gliem & 
Gliem, 2003; Hair, Bush, & Ortinau, 2000; Sekaran, 2003). Cronbach’s alpha reliability 
coefficient, composite reliability (CR) and average variance extracted (AVE) for each 
factor is presented in Table 5.2.  
The reliability checks suggest that all the measures in this study are reliable. The 
Cronbach alpha coefficients that ranged from 0.79 to 0.93 and the Composite 
Reliability (CR) values between 0.73 and 0.93 for the constructs are well above the 0.70 
threshold, an indication of acceptable internal reliability for all the variables consistent 
with the recommendations of Chin (1998b). Moreover, the high factor loadings of 
indicator variables to their measured constructs are a further indication of a high degree of 
reliability.  
Convergent validity was assessed by examining the Average Variance Extracted (AVE) 
for each construct. This is a test of the degree of agreement in two or more measures of 
the same construct. Consistent with Chin (1998b), an AVE of above 0.50 establishes 
convergent validity of a construct. The results show that the constructs obtained AVEs of 
between 0.58 and 0.87, exceeding the recommended 0.50 and thereby indicating that the 
measures possess convergent validity.  
Discriminant validity reports the degree to which a construct differs from other constructs 
in the model. In this study, the discriminant method was assessed using two methods. 
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First, there was an examination of the 95% confidence intervals (CI) around the 
correlations between each factor. None of the correlations had an upper limit of 1 
or greater, the largest correlation = .87, 95% CI: (.77, .97) was found between 
professional skills development and assignment completion. Second, discriminant validity 
was assessed using the Wald test to determine the change in model fit by constraining the 
correlation between each pair of factors to 1. In each case, constraining the correlation to 
1 resulted in a significantly worse model fit, smallest Wald statistic = 7.113 
(df = 1), p = .008 (again, this was the relationship between professional skills development 
and assignment completion). This result indicates that, although some of the scales are 
highly correlated, they are measuring different constructs.  
Based on the observed model fit, internal consistency, reliability, convergent validity and 
discriminant validity (Chin, 1998a; Fornell & Larcker, 1981), the revised measurement 
model was retained and the structural model proceeded to.  
5.4 Structural Equation Model   
A structural model was specified to test the hypothesised relationship and to determine 
the extent to which the proposed model fitted the data. Each path coefficient (β) was 
evaluated to determine the strength of the relationship between each predictor and 
outcome. The extent to which the set of predictors explained the variance in each outcome 
using the R2 statistic was determined, after which model fit was assessed using the fit 
indices discussed in the previous section.   
First, the hypothesised structural equation model was tested. The model fit indices 
approached, but did not meet, the cutoffs recommended by Hu and Bentler (1999): χ²(df = 
821) = 1431.910, p = .000, CFI = .894, RMSEA = .057, SRMR = .061. Investigating the 
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source of model misfit, the modification indices and residual covariance matrix indicated 
a relationship between headquarter-subsidiary coordination and shaping the subsidiary 
that was not accounted for by the model. Thus, the model was modified to include an 
additional directional path between these two variables. The revised structural model 
showed a closer fit to the data: χ²(df = 820) = 1393.835, p < .001, CFI = .901, 
RMSEA = .055, SRMR = .059. Thus, this latter model was retained.  
The revised model showed support for 16 out of the 25 hypotheses at significance levels 
of 0.05 or better. Hypotheses 1, 2, and 3 predicted direct effects of career POS on career 
development, Ghanaian cultural adjustment and work-related adjustment. The result 
shows that career POS significantly and positively influenced career development 
(β = 0.17, p < 0.05), thus supporting Hypothesis 1. In contrast, Hypotheses 2 and 3 were 
not supported.  
Hypotheses 4, 5 and 6 specified the effect of financial POS on Ghanaian cultural 
adjustment, work-related adjustment and assignment completion. The result indicates that 
financial POS significantly and positively influenced assignment 
completion (β = 0.17, p < 0.05), thus supporting Hypothesis 6. The other two hypotheses 
were not supported.  
Hypotheses 7 and 8 predicted positive effects of adjustment POS on Ghanaian cultural 
adjustment and work-related adjustment. These hypotheses were not supported.  
Hypotheses 9 and 10 proposed a direct effect of host country support on Ghanaian 
cultural adjustment and work-related adjustment. The results reveal that host country 
support significantly and positively influenced the adjustment of expatriates to the work 
environment (β = 0.25, p < 0.001), thus hypothesis 10 was supported. Its effect on 
Ghanaian cultural adjustment was non-significant.  
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Supporting Hypotheses 11 and 12, the result shows that headquarters subsidiary 
coordination significantly and positively influenced Ghanaian cultural 
adjustment (β = 0.47, p < 0.001) and work-related adjustment (β = 0.57, p < 0.001). The 
findings indicated that headquarter subsidiary coordination had a strong effect on shaping 
the subsidiary (β = 0.73, p < 0.001).  
Hypotheses 13 and 14 predicted positive effects of Ghanaian cultural adjustment on 
assignment completion and shaping the subsidiary. Although the correlation table 
indicates these variables were positively related, the model results show that these effects 
were negative after accounting for the effects of work-related adjustment. Thus, these 
results contradict the hypotheses.  
Hypotheses 15 and 16 proposed direct effects of work-related adjustment on assignment 
completion and shaping of the subsidiary. Consistent with these hypotheses, work-related 
adjustment was significantly and positively related to assignment 
completion (β = 1.17, p < 0.001) and shaping of the subsidiary (β = 0.59, p < 0.001).  
Hypotheses 17, 18 and 19 predicted that assignment completion would positively 
influence the three outcomes variables. In support of these hypotheses, assignment 
completion was positively related to career development (β = 0.73, p < 0.001), 
professional skills development (β = 0.72, p < 0.001) and overall 
success (β = 0.48, p < 0.01).   
Hypotheses 20, 21 and 22 predicted the effect of shaping the subsidiary on the three 
outcome variables. Hypothesis 22 was supported; shaping the subsidiary was positively 
related to overall success (β = 0.27, p < 0.05). In contrast, the other two hypotheses were 
not supported.  
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Finally, the results indicates that career development (β = 0.48, p < 0.01) and overall 
success (β = 0.53, p < 0.001), had positive and significant effects on expatriate 
satisfaction. Thus Hypotheses 23 and 24 were supported. Hypothesis 25, which suggested 
that professional skills development would influence satisfaction, was not supported. The 
dotted line represents the addition of a new relationship that was necessary based on an 
evaluation of the model.  
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Figure 5.1  Overall research model results 
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5.5 Mediation Tests 
Mediation effects are the indirect influences exerted by endogenous constructs on outcome 
or exogenous constructs through one or more intervening constructs, called mediators 
(Hayes, 2009). Three levels of mediation were identified and tested in the research model 
(see Figure 3.1). These are: (i) Test set 1 to determine whether expatriates’ adjustment to 
the Ghanaian culture and work environment were mediators between POS and host 
country support as endogenous constructs and expatriates’ assignment completion and 
shaping the subsidiary as exogenous constructs; (ii) Test set 2 to determine whether 
expatriates’ assignment completion and shaping the subsidiary were mediators between 
expatriates’ adjustment (i.e. to the Ghanaian culture and work environment) as endogenous 
constructs; and career, professional skills development and overall success as exogenous 
constructs; and (iii) Test set 3 to determine whether expatriates’ career, professional skills 
development and overall success were mediators between expatriates’ assignment 
completion and shaping the subsidiary as endogenous constructs and job satisfaction as the 
exogenous construct. 
Overall, 20 mediations were performed corresponding to each mediating relationship in 
the research model between POS and host country support; and expatriates’ job 
satisfaction. After running independent PLS models for the mediating relationships in the 
aforementioned 3 Test sets, sobel test calculations were applied to assess mediation 
(Sobel, 1982). To establish mediation, the indirect effect of the endogenous construct (e.g. 
host country support) to the exogenous construct (e.g. assignment completion) through the 
mediating construct must be significant, else there is no mediation (Preacher & Hayes, 
2008; Hayes, 2009). This implies that to establish mediation, the sobel t-statistic must be 
large enough to produce a sobel p-value less than the standard p<0.05 criterion of 
 
 
148 
  
significance. To further establish full mediation, the direct effect of the endogenous 
construct should become non-significant in the presence of the mediator construct, or else 
the mediation is partial (Hair, Hult, Ringle & Sarstedt, 2013). Once mediation is 
established, Variance Accounted For (VAF) calculated as the ratio of indirect effects to 
total effects is used to estimate the magnitude of the mediation (Hayes, 2009; Wong, 
2016). Results for the mediation tests are provided in Table 5.5. 
For Test set 1, the results reveal that Ghanaian cultural adjustment mediated the indirect 
relationship between POS and assignment completion whilst work related adjustment 
partially mediated the indirect relationship between host country support and assignment 
completion. Adjustment to work environment was found to fully mediate the relationships 
between POS and host country support, assignment completion and shaping the subsidiary 
whilst no mediation was found through Ghanaian cultural adjustment. For Test set 2, full 
mediation through assignment completion and shaping the subsidiary was found for 3 out 
of the 8 indirect relationships between expatriates’ adjustments (i.e. to the Ghanaian 
culture and work environment) and career, professional skills development as well as 
overall success. The remaining 5 indirect relationships were found to be partially 
mediated. For Test set 3, partial mediation through both career, professional skills 
development and overall success was found for 2 out of the 4 indirect relationships 
between expatriates’ assignment completion and job satisfaction. On the other hand, full 
mediation through both career, professional skills development and overall success was 
found for two out of the four indirect relationships between shaping the subsidiary job 
satisfaction. Overall, except for Ghanaian cultural adjustment, which yielded low 
magnitudes of mediation, the other mediating constructs reported moderate to high 
magnitudes of mediation. 
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Table 5.5 Mediation tests results 
Mediation Relationship 
Sobel z-
statistic 
Sobel p-
value 
VAF 
Direct path 
p-value 
Interpretation 
POS -> GCulAdj -> AsssnComp  2.007 0.045 0.815 0.040 partial mediation 
POS -> GCulAdj -> ShapeSub 1.788 0.074 0.247 0.028 no mediation 
POS -> WRAdj -> AsssnComp  2.906 0.004 0.671 0.145 full mediation 
POS -> WRAdj -> ShapeSub 2.846 0.004 0.631 0.155 full mediation 
HCSupp -> GCAdj -> AssnComp 1.632 0.103 0.154 0.002 no mediation 
HCSupp -> GCAdj -> ShapeSub 1.388 0.165 0.140 0.008 no mediation 
HCSupp -> WRAdj -> AssnComp 2.780 0.005 0.506 0.029 partial mediation 
HCSupp -> WRAdj -> ShapeSub 2.965 0.003 0.539 0.061 full mediation 
GCAdj -> AssnComp -> CPSDev 3.265 0.001 0.445 0.001 partial mediation 
GCAdj -> AssnComp -> OvSucc 3.063 0.002 0.877 0.399 full mediation 
GCAdj -> ShapeSub -> CPSDev 2.592 0.010 0.368 0.001 partial mediation 
GCAdj -> ShapeSub -> OvSucc 2.435 0.015 0.743 0.282 full mediation 
WRAdj -> AssnComp -> CPSDev 3.818 0.000 0.329 0.000 partial mediation 
WRAdj -> AssnComp -> OvSucc 3.267 0.001 0.528 0.209 full mediation 
WRAdj -> ShapeSub -> CPSDev 3.062 0.002 0.282 0.000 partial mediation 
WRAdj -> ShapeSub -> OvSucc 2.904 0.004 0.484 0.016 partial mediation 
AssnComp -> CPSDev -> JobSat 2.773 0.006 0.555 0.042 partial mediation 
AssnComp -> OvSucc -> JobSat 3.199 0.001 0.526 0.014 partial mediation 
ShapeSub -> CPSDev -> JobSat 3.205 0.001 0.797 0.299 full mediation 
ShapeSub -> OvSucc -> JobSat 3.162 0.002 0.701 0.193 full mediation 
 
 
5.6 Chapter Conclusion 
The above statistical results provide evidence in support of some of the hypothesised 
relationships predicted in the research model in chapter 3 of this thesis. The key findings 
stemming from the study are that support from the organisation, in particular career POS 
and financial POS, are positively associated with career development and assignment 
completion. Likewise, host country nationals’ support has a significant positive effect on 
expatriates’ adjustment to the work environment. Headquarters-subsidiary coordination 
has significant positive relationships with Ghanaian cultural adjustment, work-related 
adjustment and shaping the subsidiary. While Ghanaian cultural adjustment is negatively 
associated with assignment completion and shaping the subsidiary, work-related 
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adjustment is significantly and positively associated with the two work activities. In 
addition, assignment completion is significantly and positively related to career 
development, professional skills development and overall success. Further, shaping the 
subsidiary has a significant positive effect on overall success, while career development 
and overall success serve as major determinants of expatriate satisfaction. The discussion 
of the results of the above analysis on POS, host country nationals’ support and expatriate 
assignment outcomes are examined in the next chapter. 
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Chapter Six: Discussion 
6 Introduction 
The central objective of this thesis is to investigate POS and expatriation in a sub-Saharan 
African context. To examine the influence of POS and expatriation in Ghana, a sub-
Saharan African country, the researcher constructed a framework that combines 
contextual variables, expatriate adjustment, work activities, assignment outcome variables 
and general reflections. This study does not only test the influence of POS as the only 
source of support for expatriates on assignment, but also considers the influence of host 
country support and headquarters subsidiary coordination as contextual variables that 
influence expatriation. This chapter intends to discuss the hypothesised relationships that 
were established in the previous chapter (chapter five). The study targeted international 
assignees from multiple countries on assignments in Ghana to collect data and examine 
the causal relationships among the variables. The results provide fresh insights into 
expatriation within a new cultural setting. Table 6.1 presents a summary of hypothesis 
confirmation/refutation. 
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Table 6.1  Summary of hypotheses 
Hypotheses Supported or 
Rejected 
Supporting 
Results 
Hypothesis 1: Career POS is significantly and positively related to 
expatriates’ career development. 
Confirmed 
Positive 
association 
p < 0.05 
Hypothesis 2: Career POS is significantly and positively related to 
Ghanaian cultural adjustment. 
Not Confirmed Not significant 
Hypothesis 3: Career POS is significantly and positively associated 
with work-related adjustment 
Not Confirmed Not significant 
Hypothesis 4: Finance POS is significantly and positively associated 
with assignment completion. 
Confirmed 
Positive 
association 
p < 0.05 
Hypothesis 5: Finance POS is significantly and positively associated 
with Ghanaian cultural adjustment. 
Not Confirmed Not significant 
Hypothesis 6: Finance POS is significantly and positively associated 
with work-related adjustment. 
Not confirmed Not significant 
Hypothesis 7: Adjustment POS is significantly and positively 
associated with Ghanaian cultural adjustment. 
Not Confirmed Not significant 
Hypothesis 8: Adjustment POS is significantly and positively 
associated with work-related adjustment. 
Not Confirmed Not significant 
Hypothesis 9: Host country nationals’ support significantly and 
positively relates to expatriate adjustment to the 
Ghanaian culture. 
Not confirmed Not significant 
Hypothesis 10: Host country nationals’ support significantly and 
positively relates to work-related adjustment. 
Confirmed 
Positive 
association 
p < 0.001 
Hypothesis 11: Headquarters-subsidiary coordination is significantly 
and positively related to Ghanaian cultural 
adjustment. 
Confirmed 
Positive effect 
p < 0.001 
Hypothesis 12: Headquarters-subsidiary coordination is significantly 
and positively related to work-related adjustment. 
Confirmed 
Positive 
association 
p < 0.001 
Hypothesis 13: Ghanaian cultural adjustment is significantly and 
positively associated with assignment completion. 
Confirmed 
Negative 
association 
p < 0.05 
 
Hypothesis 14: Ghanaian cultural adjustment is significantly and 
positively associated with shaping the subsidiary. 
Confirmed 
Negative 
association 
p < 0.01 
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Hypothesis 15: Work-related adjustment is significantly and 
positively associated with assignment completion. 
Confirmed 
Positive 
association 
p < 0.001 
 
Hypothesis 16: Work-related adjustment is significantly and 
positively associated with shaping the subsidiary. 
Confirmed 
Positive 
association 
p < 0.01 
 
Hypothesis 17: Assignment completion is significantly and 
positively related to career development. 
Confirmed 
Positive 
association 
p < 0.001 
 
Hypothesis 18: Assignment completion is significantly and 
positively related to professional skills development. 
Confirmed 
Positive 
association 
p < 0.001 
 
Hypothesis 19: Assignment completion is significantly and 
positively related to overall success. 
Confirmed 
Positive 
association 
p < 0.01 
 
Hypothesis 20: Shaping the subsidiary is significantly and positively 
related to career development. 
Not Confirmed 
Not significant 
 
Hypothesis 21: Shaping the subsidiary is significantly and positively 
related to professional skills development. 
Not Confirmed 
Not significant 
 
Hypothesis 22: Shaping the subsidiary is significantly and positively 
related to overall success. 
Confirmed 
Positive 
association 
p < 0.05 
 
Hypothesis 23: Career development is significantly and positively 
associated with expatriate satisfaction. 
Confirmed 
Positive 
association 
p < 0.01 
 
Hypothesis 24: Professional skills development is significantly and 
positively associated with expatriate satisfaction. 
Not Confirmed 
Not significant 
 
Hypothesis 25: Overall success is significantly and positively 
associated with expatriate satisfaction. 
Confirmed 
Positive 
association 
p < 0.001 
 
 
In sum, this study found support for Hypotheses 1, 4, 10, 11, 12, 13, 14, 15, 16, 17, 18, 
19, 22, 23 and 25. Contrary to our expectation, Hypotheses 2, 3, 5, 6, 7, 8, 9, 20, 21 and 
24 were not supported. In the rest of the chapter: Section 6.1 discusses the findings based 
on the hypotheses and their consequences for expatriation in sub-Saharan Africa countries 
in general and Ghana in particular. Section 6.2 addresses the research questions, drawing 
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on the findings presented in Chapter five with the support of extant literature and section 
6.4 concludes the chapter. 
6.1 POS and Expatriation in Ghana 
6.1.1 Career POS versus Career Development, Ghanaian Cultural Adjustment and 
Work-related Adjustment 
Drawing on the career POS perspective, this study explores three hypothesised 
relationships. First, it is hypothesised in the research model that career POS relates 
positively to expatriates’ career development. Thus, the perception that an organisation is 
concerned and interested in its assignees’ career aspirations and future career 
advancement could serve as a motivator in shaping the expatriate’s career path. The 
current study’s result reveals that there is a statistically significant and positive 
relationship between career POS and expatriates’ career development. If expatriates 
receive significant career support from their organisations they are likely to advance their 
career, either within their present organisation or other organisations in the future. This 
finding lends credence to contention by Stahl et al. (2009) that expatriate assignment has 
become relevant for the development of global business acumen and intercultural 
competence. In addition, Inkson and Myers (2003) found that overseas work experiences 
not only enhance expatriates’ confidence, but also provide them with a clearer career 
focus. As such, work experience abroad offers extensive learning and career development 
opportunities for expatriates in which to enrich their career capital in the long term (Cao 
et al., 2012, 2014; Jokinen et al., 2008; Mäkelä et al., 2016; McNulty et al., 2013). There 
is also empirical support for the notion that companies that provide an enabling 
environment for their employees to identify with and develop their expertise may gain the 
loyalty and commitment of the employees—thereby increasing organisational 
effectiveness (Welch, 2003). For this reason, many organisations, particularly larger 
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MNCs, consider foreign assignment a prerequisite for an employee’s career advancement 
(Chen et al., 2002; Collings et al., 2007; Crowley-Henry, 2012; Dickmann & Doherty, 
2008; Dickmann & Harris, 2005; Ioannou, 1995; Sims & Schraeder, 2005).  
Furthermore, Wu and Ang (2011) found that organisational career plans play a significant 
role in motivating expatriates to focus on their assigned tasks free from any uncertainty 
regarding their future career. It is possible that, when the expatriate perceived career 
support from the organisation, the expatriate employee is more likely to view the 
company’s offer of an expatriate assignment as a beneficial career opportunity. However, 
this finding diverges from Hamori and Koyuncu (2011) who observed that international 
experience slows executives’ promotion to seniority, and it could be considered that the 
longer an expatriate serves on an assignment, the slower his or her progression becomes. 
One potential explanation for Hamori and Koyuncu’s finding could be that their study 
focuses on expatriates who are aspiring for top management positions in Europe and US. 
Overall, the evidence suggests that career support extended by organisations to 
expatriates on international assignments is beneficial for the development of individual’s 
career. The result of this study reveals that career POS relates positively to expatriates’ 
career development; this is consistent with the literature on the topic. Therefore, MNCs 
with formal policies for career management that are supportive of expatriates’ career 
development during international assignments may assist in improving the career success 
of the assignees. When companies take into consideration the career goals and interests of 
expatriates when making decisions regarding their employees careers, a strategic fit 
between the expatriate’s career and the overall objective of the company is ensured. 
 Secondly, there is no statistically significant relationship between career POS and 
expatriate adjustment to the Ghanaian culture and work environment when compared to 
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what was predicted at the beginning of the study. Nonetheless, Shaffer et al. (1999) 
acknowledged that organisational support enhances expatriates’ ability to cope with work 
stress in the host country and in turn is positively associated with expatriation outcomes 
such as expatriate adjustment. This finding is understandable as career POS relates to the 
support policies in place and the assistance given in relation to expatriates’ long-term 
career development. Other POS based studies investigated POS as a multidimensional 
construct (Allen et al., 2003; Kawai & Strange, 2014; Perrot, et al., 2014; Rhoades & 
Eisenberger, 2002; Stinglhamber & Vandenberghe, 2003; Takeuchi et al., 2009); 
however, there is scant evidence of the interaction effects of the individual POS 
constructs and expatriate adjustment as designed in this study.   
6.1.2 Finance POS versus Assignment Completion, Ghanaian Cultural Adjustment 
and Work-related Adjustment 
Hypothesis 4 predicted a significant and positive relationship between finance POS and 
assignment completion. The results indicate that there is a statistically significant and 
positive relationship between financial POS and expatriate assignment completion. Thus, 
the study supports Hypothesis 4. Specifically, an expatriate who feels that the 
organisation is genuinely concerned about an individual’s financial needs during an 
international assignment will feel obligated to reciprocate in terms of staying in the host 
subsidiary and to complete the assigned tasks. This study extends previous studies on 
POS by highlighting the role of financial rewards in creating employees feelings of 
obligations to reciprocate (Rhoades et al., 2001; Kraimer & Wayne, 2004). This result 
demonstrates that adequate financial support extended to expatriates on assignment 
contributes in some way to assignment completion. For instance, expatriates on 
assignments in Ghana often prefer to send their children to the best international schools, 
which use the British, America and French curriculum, for example, the British 
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International School, the Galaxy International School, the Tema International School or 
the French International School. The fees of these international educational institutions 
are high and a preserve of wealthy and privileged individuals in Ghana. The expatriate 
families have a preference for luxurious apartments and to live in expensive residential 
communities such as the Airport Residential Area, East Legon, Regimanuel Grey Estates 
and Trasacco Valley. As a result, they need adequate financial support from the company 
to maintain this lifestyle and to guarantee that the quality of their children’s education is 
assured and not compromised. Thus, without generous financial support, the expatriates 
might not be able to maintain the same standard of living they experienced in their home 
country and, consequently, may not enjoy their stay in the host country. This 
dissatisfaction may lead to a premature return of expatriates to their home country. 
The findings of the current study add to the works of previous scholars who suggest that 
an employee’s willingness to accept a foreign assignment depends, to a large extent, on 
financial components (Jokinen et al., 2008; Konopaske & Werner, 2005; Warneke & 
Schneider, 2011). Kraimer and Wayne (2004) and Eisenberger et al. (1986) also found 
that there is a positive relationship between finance POS and expatriate commitment to 
the foreign subsidiary. In return for the financial benefits, expatriates are expected not 
only to perform their jobs effectively, but also to remain in the host subsidiary and 
complete their assigned tasks. In contrast, while under certain circumstances the provision 
of financial incentives can weaken intrinsic motivation, conceivably leading to poor 
outcomes (Harris, 2015; Heyman & Ariely, 2004; Gneezy & Rustichini, 2000), Locke 
(1968) argues that it is not monetary incentives but an individual’s intrinsic motivation 
that has a substantial effect on task performance. Also, Harris (2015) established that 
financial incentives could encourage poor-performing employees to quit early. One 
explanation for this finding may be that the poor-performing workers might be better off 
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accepting financial inducement, such as termination packages, and quitting the task early 
than to continue with the task.   
The results of this study did not find support for Hypotheses 5 and 6. Thus, financial POS 
does not significantly influence either Ghanaian cultural adjustment or work-related 
adjustment. While previous studies suggested that financial POS is significantly and 
positively related to task performance (Takeuchi et al., 2009) and employee adjustment 
(Florkowski & Fogel, 1999), the current study’s contradictory findings could be explained 
in part by the fact that perceived financial support goes directly to aid the expatriate in 
matters relating to daily expenditure in the host country but not the adjustment of the 
expatriate to the host culture and work environment. Therefore, financial support from the 
company could not directly influence the adjustment of the expatriate to either work or 
non-work environments. Compensation packages are usually designed to ensure that the 
expatriate does not experience an overt gain or loss when all components of the 
compensation are combined (Wentland, 2003). It is among the most important factors an 
expatriate takes into account when making a decision to accept posting to a foreign 
location (Baruch, 2004), because total compensation assists the expatriate in matters 
relating to host country cost of living, health care, housing and children’s education 
(Allard, 1996; Frazee, 1998; Oeming, 1999; Sims & Schraeder, 2005).      
6.1.3 Adjustment POS versus Ghanaian Cultural Adjustment and Work-related 
Adjustment  
This study proposed that adjustment POS will have a significant positive effect on 
Ghanaian cultural adjustment and work-related adjustment. It was surprising that the 
results show statistically non-significant relationships; support from the organisation to 
assist expatriates adjust to the Ghanaian culture and the work environment in the host 
subsidiaries did not influence their adjustment as predicted. Thus, Hypotheses 7 and 8 are 
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not supported. As such, the findings of the study contrast with the assertion that 
adjustment POS has a significant positive effect on expatriates’ adjustment to the host 
culture and the work environment. One potential explanation for this finding, which 
remains to be verified in future research, follows the notion that both novice and seasoned 
expatriates tend to feel anxious about any new international assignments because no two 
cultures are similar (Black & Mendenhall, 1990; Chen et al., 2010; Abdul Malek et al., 
2015; Peltokorpi & Froese, 2014).  
Given that adjustment POS has no statistically significant association with Ghanaian 
cultural adjustment and work-related adjustment, this finding is reasonable taking into 
account the view that new assignees might have to determine the cultural rules and roles 
that emerge from daily routines and which are part of the normative controls of the 
organisation (Hartog & Verburg, 2004; Malek & Budhwar, 2013; Shin et al., 2007). As it 
is believed that culture is the basis of behaviour within organisations, members develop 
common views that might help guide their day-to-day activities through shared 
experiences. Consequently, in order for expatriates to successfully accomplish their 
foreign assignments they often need to modify their attitudes and behaviours to new 
cultural contexts (Huang et al., 2005; Malek & Budhwar, 2013). Such cross-cultural 
adjustment in foreign countries requires time. Therefore, the finding of this study that 
duration of stay in Ghana has a significant positive effect on Ghanaian cultural adjustment 
is not surprising. Indeed, the expectation is that the longer the expatriate stays in the host 
country, the more the individual would be able to distinguish between behaviours that are 
appropriate and those that are not. The culture of a group of people or an organisation 
reflects the underlying assumptions and the shared beliefs and values that guide the 
behaviour of its members. It often specifies how work is performed; what is acceptable 
and not acceptable; and what behaviour and actions are encouraged and discouraged 
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(Atkinson, 1990; Mullins, 2008; Vandeveer & Menefee, 2008; Wood et al., 2013). Such 
arguments lend support to the contention that, when an individual understands the rules or 
expectations of the culture of an organisation, the person can behave appropriately and 
interact effectively with host employees (Hartog & Verburg, 2004; Hippler, Caligiuri, & 
Johnson, 2014; Huff et al., 2014; Wood, 2013). For example, the kinship system in Ghana 
affects all individuals and groups as it determines the rules, duties and obligations of all 
members in various aspects of life in which these individuals and groups interact 
(Assimeng, 2007; Nukunya, 2016). Specifically, adaption to the host Ghanaian culture 
and work environment could take time and this might explain why adjustment POS alone 
is not significantly associated with either Ghanaian cultural adjustment or work-related 
adjustment. Thus, regardless of the support from the organisation to facilitate expatriates’ 
adaptation to the host culture and work environment, the expatriate needs to learn about 
the culture of the host country and organisation through personal interaction in order to be 
effective in performing the assigned tasks.   
Further to this, the finding supports the argument that, as soon as an international assignee 
arrives in the host country, there is an instant obligation to modify familiar behaviours 
reflected in the individual’s native culture in order to adjust to the new cultural 
environment (Harzing, 1995, 2009; Harzing & Christensen, 2004; Malek & Budhwar, 
2013). Worth noting is the fact that expatriates frequently come across situations, in both 
work and non-work environments, involving cultural differences that might have a 
significant influence on their ability to function effectively in their new positions (Zhang, 
2012). Thus, in order for expatriates to successfully accomplish their foreign assignments, 
they often need to alter their attitudes and behaviours within the new cultural contexts 
(Hippler et al., 2014; Huang et al., 2005; Malek & Budhwar, 2013). More specifically, the 
expatriates’ level of anxiety decreases as they become more aware of culturally 
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appropriate behaviours and develop the necessary skills to execute them, leading to 
increased adaptation to the socio-cultural norms of the host country (Hippler et al., 2014). 
As such, Froese and Peltokorpi (2013) suggest that an appreciation of the host culture 
enables expatriates to interact more effectively with host nationals. This study found that 
expatriates from Europe experienced more significant adjustment to the Ghanaian culture 
than expatriates from other continents. It could be that due to geographical proximity, 
Europeans are likely to have deeper understanding and appreciation of the African 
culture. As Schiefer et al. (2012) note, the fit between the individual and host country in 
terms of values, beliefs and personality characteristics enhances individual’s well-being. 
However, the current study’s findings contradict previous studies indicating that 
expatriates’ views of supportive company practices have been positively related to their 
adjustment to the foreign culture (Caligiuri et al., 1999; Florkowski & Fogel, 1999; 
Kawai & Strange, 2014; Abdul Malek et al., 2015; Shaffer et al., 1999). Studies have 
provided evidence suggesting that expatriates who are unable to adapt to their host 
country’s environment often fail in their overseas assignments (Kraimer et al., 2001; 
Shaffer et al., 2006; Ramalu et al., 2010; Tung, 1982). It is acknowledged that expatriates 
generally arrive at a new foreign subsidiary with a defined role, a set of responsibilities 
and an established organisational support system that aids to facilitate the assignees’ 
adjustment (Abdul Malek et al., 2015).  
6.1.4 Host Country Nationals’ Support and Expatriate Adjustment  
In line with previous studies, the present study conceptualised host country nationals’ 
support as a factor influencing expatriates’ adjustment to the Ghanaian culture and work 
environment. In relation to Hypothesis 9, the results indicate that HCNs’ support does not 
influence expatriates’ adjustment to the host Ghanaian culture. Thus, the result of the 
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analysis failed to support Hypothesis 9. It therefore implies that HCNs do not play a 
critical role in expatriates’ effective acclimatisation to the host culture. While HCNs’ 
support has been generally associated with expatriate adjustment to the host culture in 
past research (Arman & Aycan, 2013; Suutari & Brewster, 1998; Toh & Srinivas, 2012), 
it is possible that expatriates may feel that, as they are sufficiently supported by host 
employees to adjust within the work environment, their support is not necessary for their 
adjustment to the host culture.  
Arguably, this finding is inconsistent with socialisation research that suggests that 
supportive HCN relationships, including companionships that provide emotional 
reassurance, information, encouragement, or assistance in dealing with stressful 
situations, can help newcomers deal with unexpected or unpleasant experiences and feel 
well adjusted to the new culture (Cable & Parsons, 2001; Cooper-Thomas et al., 2004; 
Fisher, 1985; Louis et al., 1983; Nelson & Quick, 1991; Toh & DeNisi, 2005, 2007; Toh 
et al., 2012).  
On the other hand, in support of Hypothesis 10, this study finds HCNs’ support to be 
statistically significant and positively associated with work-related adjustment. Such a 
finding is consistent with previous studies that co-workers can support expatriates by 
giving them advice that will enable them to make sense of the new environment and 
understand which behaviours are considered either acceptable or unacceptable at the 
workplace (Mahajan & Toh, 2014; Toh & DeNisi, 2005). Vance et al. (2009) contend that 
HCNs can assist expatriates in interpreting cultural situations, communicating with host 
business associates, gaining access to informational and human resources and can 
facilitate the implementation of the desired changes the expatriates are employed to 
achieve.        
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 In addition, Toh and Srinivas (2012) have argued persuasively that the unique 
information that HCNs have about the host subsidiary and culture can distinctively aid 
expatriates in their understanding of their new work role and help them adjust more 
quickly. Hence, the current study provides empirical evidence to support these assertions 
by showing that HCNs can facilitate the socialisation process of expatriates by providing 
friendship, useful information and unique knowledge (Jackson et al., 2003; Toh & 
DeNisi, 2005, 2007; Toh et al., 2012; Vance et al., 2009). The greater propensity of 
Ghanaian employees to form socioemotional bonds with expatriates in the work 
environment lends support to the contention that support from HCNs can facilitate 
learning and decrease the amount of time the expatriate needs to achieve proficiency in 
task performance (Pinder & Schroeder, 1987). Ghanaian employees are sources of 
organisational information that expatriates need in order to become effective on the job in 
the host country (Toh & DeNesi, 2007). Practically, this study has implications for 
expatriates and human resource managers as they provide information regarding the 
unique contributions of HCNs in the expatriation process. The more that expatriates 
interact with local employees, the more they receive information about what is and is not 
appropriate in the host culture. Therefore, ensuring good a relationship among both 
parties encourages host employees to remain supportive to the expatriates. Knowledge of 
local Ghanaian dialect was found to affect host country support. That is, expatriates who 
are familiar or can speak local Ghanaian language were found to receive greater support 
from local employees. Even though expatriates are often hired into specialist positions 
where a high degree of eloquence in Ghanaian language is less important, knowledge of 
the local language could increase expatriate-HCNs interactions. The positive influence of 
expatriate age on host country support also suggests that older expatriates receive greater 
support than younger expatriates. As a high power distance culture, Ghana is 
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characterised by authoritarian or paternalistic style hence individuals who occupy high 
positions are respected. Expatriates are more likely to be respected and supported by 
virtue of the positions they occupy in the host subsidiaries.       
Furthermore, the findings of this study support the assertion that the social behaviours of 
the expatriates’ co-workers are significantly related to various work outcomes (Chiaburu 
& Harrison, 2008; Herschovis & Barlin, 2010; Kammeyer-Mueller et al., 2013). For 
example, Feldman and Bolino (1999) established that HCNs’ support in relation to task 
and career assistance, together with psychosocial support, heightens the socialisation 
process of the expatriates within the new work environment. On the other hand, poor 
relations between the expatriates and HCNs can have a negative impact on work 
adjustment and commitment to the host subsidiary (Florkowski & Fogel, 1999). Thus, 
like other studies (Liu & Shaffer, 2005; Mahajan & Toh, 2014; Toh et al., 2012), the 
current study supports the claim that strong social ties between HCNs and expatriate 
employees relate positively to different facets of expatriate adjustment. Hence, there is 
consistent evidence that the significant role of HCNs in expatriate adjustment to their new 
work roles cannot be underestimated.    
6.1.5 Headquarters-subsidiary Coordination and Expatriate Adjustment  
With reference to Hypotheses 11 and 12, this study predicted significant relationships 
between headquarters-subsidiary coordination and expatriate adjustment to the Ghanaian 
culture and the work setting. The results are supportive of the hypotheses. The findings 
indicate that headquarters-subsidiary coordination has significant influence on Ghanaian 
culture adjustment and work-related adjustment. Expatriates who are able to effectively 
coordinate activities between the headquarters and host subsidiaries via diverse 
coordination mechanisms are more likely to adjust in the host culture and the work 
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environment. More importantly, the implementation of appropriate and efficient 
coordination mechanisms might benefit the expatriate as the individual learns to cope 
with new host and work cultures. The findings suggest that headquarters-subsidiary 
coordination can be a crucial determinant of expatriate adjustment to the host country and 
the work environment. This finding is novel because previous studies have not yet 
established any direct effects linking headquarters-subsidiary coordination with expatriate 
adjustment to either work or non-work environments in host countries. As the finding 
shows that headquarters-subsidiary coordination affects expatriation, it should be given 
more attention in future research.      
Another finding that emerged from the current study is that headquarters-subsidiary 
coordination has a significant influence on shaping the subsidiary, providing support for a 
linkage that has not been specified in the research model. Driven by their own initiatives 
or directives from headquarters, expatriates in host subsidiaries would be able to make 
informed decisions, transfer knowledge to local employees and boost the competitive 
positions of their organisations. As previously detailed in section 3.1.5, international 
assignees may be expected to effectively coordinate activities between the parent 
company and the host subsidiary in order to enhance the foreign subsidiary’s 
competiveness. Therefore, the finding of this study is in line with the claim that autonomy 
not only enhances the host subsidiaries’ abilities to learn from local systems of 
innovation, but also allows MNCs to benefit from new knowledge developed by those 
subsidiaries (Cantwell & Mudambi, 2005; Foss & Pedersen, 2002; Rabbiosi, 2011; 
Taggart & Hood, 1999). This finding might relate to the nature and structure of the 
coordination mechanism as parent-subsidiary coordination needs can be met by taking 
advantage of both personal and electronic-based coordination mechanisms (Rabbiosi, 
2011).  
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Therefore, the findings of this study show that the purpose of sending expatriates to a 
foreign subsidiary is for them to perform the expected tasks and ensure continuity of 
operations between the headquarters and the host subsidiary; this is consistent with earlier 
studies (Malek & Budhwar, 2013; Abdul Malek et al., 2015). Likewise, previous scholars 
argued that the deployment of coordination mechanisms, such as decentralisation of 
decision-making and communication mechanisms that characterise the parent company-
subsidiary relationship, should be seen as a critical antecedent to knowledge transfer 
(Gupta & Govindarajan, 1991; Rabbiosi, 2011). Thus, this current study provides an 
additional explanation of the findings in previous studies that effective headquarters-
subsidiary coordination might be an asset that enhances successful expatriation (Gupta & 
Govindarajan, 1991; Malek & Budhwar, 2013; Abdul Malek et al., 2015; Rabbiosi, 
2011).  
6.1.6 Ghanaian Cultural Adjustment versus Assignment Completion and Shaping 
the Subsidiary 
Turning to Hypothesis 13 and 14, the study predicted that Ghanaian cultural adjustment 
would have a significant and positive effect on assignment completion and shaping the 
subsidiary. However, contrary to expectations, the study found Ghanaian culture 
adjustment to be negatively associated with assignment completion and shaping the 
subsidiary. Thus, the findings did not support Hypotheses 13 and 14. This finding is quite 
surprising, as there is evidence suggesting that cultural adjustment is the primary outcome 
of expatriation and would influence other outcomes including performance and job 
satisfaction (Hechanova et al., 2003). One reason for this discrepancy might be that 
Africa, in general, and Ghana in particular, represents a challenging assignment location 
for many expatriates. As such, wide differences between the cultural perspectives and 
mannerisms may pose awkward and puzzling situations for many expatriates (Neupert, 
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Baughn, & Thanh Lam Dao, 2005). Perhaps, dealing with, and overcoming the challenges 
(e.g., the concept of time, spending long hours in traffic, poor internet signals, poor 
telecommunication network) associated with relocation to Ghana might have a negative 
influence on the assignees ability to exchange knowledge and complete the assignment.  
Overall, the relationship between Ghanaian cultural adjustment and assignment 
completion is positive, as indicated in the correlation table. Likewise, Ghanaian cultural 
adjustment is also correlated with work adjustment and mediated the indirect relationship 
between POS and assignment completion. The analysis considers both simultaneously, 
and accounts for their associations. However, after controlling for work adjustment, the 
coefficient is negative. The reason for the negative associations could probably be that the 
successful adjustment of expatriates to the Ghanaian culture could potentially distract the 
expatriate from being productive, hence might not be able to shape the subsidiary as 
expected and might make it difficult to complete the assigned tasks. Specifically, the 
results of the current study signal that expatriates who are well integrated into the 
Ghanaian culture may spend most of their productive hours chatting with local 
employees, visiting friends, attending social gatherings and playing an active role in 
religious activities. Taken together, the findings suggest that assignment completion and 
shaping the subsidiary are not particularly influenced by expatriate adjustment to the host 
culture. As a result, MNCs might want to gain understanding of the factors that influence 
successful expatriation by assessing how their human resource practices significantly 
impact expatriate effectiveness and assignment completion (McCaughey & Bruning, 
2005). However, the non-significant results for the impact of Ghanaian cultural 
adjustment on assignment completion and shaping the subsidiary should be interpreted 
with caution, given the diverse nature of the study sample. Future research should 
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explicitly test cultural-fit hypothesis explanations for why Ghanaian cultural adjustment 
has significant negative relationships with these two variables.    
6.1.7 Work-related Adjustment versus Assignment Completion and Shaping the 
Subsidiary 
Testing for Hypotheses 15 and 16, which addressed the effect of expatriate adjustment to 
the work environment on assignment completion and shaping the subsidiary, the results 
indicate that work-related adjustment is statistically significant and positively associated 
with assignment completion and shaping the subsidiary. The effect is particularly stronger 
for assignment completion (p < 0.001) compared to shaping the subsidiary (p < 0.01). The 
expatriates believe that successful adjustment to the new work environment in the host 
country not only influences the fruitful execution of their assigned duties, but also the 
shaping of the foreign subsidiary through knowledge transfer. The significant impact of 
work-related adjustment on assignment completion and shaping the subsidiary can be 
attributed to the fact that both factors are work-related activities that take place in the 
work environment. The findings provide evidence for the contention that the success of 
foreign assignment is largely dependent on the work adjustment of expatriates, which is 
supported by Breiden et al. (2006). In view of this, the increased understanding and 
effective adjustment of expatriates to the work environment in host subsidiaries could 
contribute to expatriate assignment completion and how effective the expatriate has been 
in helping to shape the host subsidiary.  
6.1.8 Assignment Completion versus Career Development, Professional Skills 
Development and Overall Success  
Hypotheses 17, 18 and 19, suggesting that assignment completion is positively related to 
career development, professional skills development and overall success, are supported. 
The significant findings imply that, as expatriates make progress towards the completion 
of their international assignments, they are likely to develop their careers, acquire certain 
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professional skills and achieve overall success. This particular observation in the current 
study is somewhat similar to the findings of Kraimer et al. (2012) who note that 
expatriates who were more embedded in their individual assigned tasks, through fit, links 
and sacrifices, also identify with their international employee job role.  Total commitment 
and dedication to overcoming the challenges associated with their international work roles 
is expected to have a strong impact not only on expatriates’ career development goals, but 
also on their professional skills development and overall success. Yang (2010) argues that 
satisfaction with one’s assigned tasks significantly contributed to employee psychological 
outcomes in terms of organisational effectiveness (i.e., greater emotional and continuance 
commitment and lower turnover intentions). The current study maintains that assignment 
completion may be more important for expatriates’ career development, professional 
skills development and overall success than shaping the subsidiary through knowledge 
transfer. Consequently, expatriates who are competent in discharging their assigned duties 
may have benefited from career and professional skills development related activities and 
become successful on assignment.  
6.1.9 Shaping the Subsidiary versus Career Development, Professional Skills 
Development and Overall Success 
Hypotheses 20, 21 and 22 predicted that shaping the subsidiary would significantly and 
positively relate to career development, professional skills development and overall 
success. Contrary to the proposed relationships, the result did not find support for 
Hypotheses 20 and 21: thus, shaping the host subsidiary through knowledge transfer is 
not statistically significant or positively related to career development and professional 
skills development. Even though Harzing et al. (2015) found a significantly higher level 
of knowledge transfer from headquarters to foreign subsidiaries due to the presence of 
expatriates in specific business functions, the findings of this study reveal that this did not 
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influence either career development or professional skills development of expatriates. 
Consistent with such an assumption, Kamoche et al. (2012) affirm that expatriates should 
not merely direct their attention toward how they can transfer knowledge, but also how 
they and their organisations can learn from the African experience and context.  
The current findings, however, diverge somewhat from the notion that knowledge transfer 
from headquarters to subsidiaries remains the primary responsibility and motive for 
relocating staff abroad (Chang et al., 2012; Fang et al., 2010; Harzing, 2002; Harzing et 
al., 2015) in the process aiding foreign subsidiaries of MNCs to gain from regional 
knowledge networks (Frost, 2001). These findings raise some challenging questions with 
regard to the frequent calls on expatriates during assignments; to equip local employees in 
host subsidiaries with expert knowledge. This is because shaping the subsidiary does not 
have significant effects on expatriates’ career and professional skills development. More 
specifically, expatriates’ efforts in shaping the subsidiary could be productive if the local 
employees were eager to learn from the expatriates. In addition, the study highlights the 
demanding nature of expatriation within the African context as the expatriate is expected 
to adjust to the new host culture as well as fulfil his or her core mandate of transferring 
technical knowledge to local employees.  
In contrast, shaping the subsidiary is found to be directly related to overall success, 
suggesting that transfer of knowledge from expatriates to local employees could 
positively influence overall success. The current study findings not only support the view 
that knowledge outflows from headquarters to foreign subsidiaries are the foremost 
reason for international assignment (Chang et al., 2012; Fang et al., 2010), but also 
provide a possible explanation of how knowledge transfer is valued in the context of 
international assignment. For example, some researchers suggest that expatriate success is 
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more likely to occur if there is knowledge transfer and sharing among expatriates and 
local employees (Kamoche & Harvey, 2006; Kamoche, Chizema, Mellahi, & Newenham-
Kahindi, 2012; Toh & DeNisi, 2005).  In addition, Shay and Baack (2006) and Takeuchi, 
et al. (2009) consider expatriates’ commitment to the organisation as a measure of 
assignment success. 
6.1.10 Career Development and Job Satisfaction 
In relation to Hypothesis 23, the study postulates that career development will positively 
relate to expatriate satisfaction. As expected, career development is statistically 
significant and positively associated with expatriate satisfaction. Thus, Hypothesis 23 is 
supported. This provides clear evidence that expatriates regard international assignment 
as an opportunity to develop their careers, hence influencing their satisfaction. The 
statistically significant positive relationship observed provides evidence for the contention 
that expatriates consider international experience as potentially adding value to their 
career since they access task-related knowledge, which can be used as an indispensable 
asset to further their own professional development (Doherty & Dickmann, 2008; 
Doherty et al., 2011; Eby et al., 2003; Reiche, 2012). Moreover, in previous literature it 
was found that international experience increases the marketability of expatriates to other 
employers, making them very attractive to international head-hunting firms and corporate 
recruiting agencies (Mäkelä et al., 2016; McNulty et al., 2013; Suutari & Brewster, 2003). 
Specifically, the present study results suggest that a successful accumulation of career 
capital during expatriation is effective in facilitating expatriate satisfaction with the 
assignment in the host subsidiary. An alternative explanation might be that expatriates are 
more likely to be content or satisfied when they are mindful of their long-term 
marketability following expatriation as a result of career capital development during their 
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assignment (Mäkelä et al., 2016). This finding supports the notion that development of 
career capital is important for expatriates’ future career success and job performance 
(Suutari & Mäkelä, 2007). Overall, this finding contributes to an understanding of the 
influence of career development on expatriate satisfaction. Therefore, MNCs need to pay 
serious attention to the career aims and aspirations of their expatriate employees, in order 
to assist them achieve satisfaction on assignment, and implement policies and strategies 
that would promote their career advancement. Knowledge and experiences acquired while 
working abroad should be recognised and valued by the company in the form of 
promotions and other related reward systems. 
6.1.11 Professional Skills Development and Job Satisfaction 
In Hypothesis 24, the study proposes a direct path from professional skills development to 
expatriate satisfaction. However, the results did not support the hypothesis that 
professional skills development has a positive influence on expatriate satisfaction. The 
study reveals that development of professional skills during international assignment had 
no impact on expatriate satisfaction. The non-significant association between professional 
skills development and expatriate satisfaction was unexpected, given that skills acquired 
while working abroad might be an asset highly valued by assignees. A possible reason for 
the non-significant relationship between professional skills development and expatriate 
satisfaction might be that expatriates in the study sample were more concerned with 
developing their careers, and in principle, career development is usually accompanied by 
professional skills development. Recognising that they could acquire professional skills 
through career development related activities, the expatriates surveyed did not perceive 
professional skills development to contribute to their satisfaction.    
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6.1.12 Overall Success and Expatriate Job Satisfaction 
Finally, as hypothesised, overall success had a positive impact on expatriate satisfaction. 
The result indicates a statistically significant and positive relationship between overall 
success and expatriate satisfaction, providing support for Hypothesis 25. Thus, expatriates 
who achieved success on assignment are also likely to be satisfied with the assignment 
experience. This finding might be explained by the multifactorial nature of expatriate 
satisfaction, based on the argument that expatriate satisfaction depends on a number of 
factors including the purpose of the assignment and the personal experiences of the 
individual assignee. For example, an expatriate might consider the assignment successful 
if fewer conflicts are experienced while working with local employees (Toh & DeNisi, 
2005). Consequently, the evidence of a relationship between overall success and 
expatriate satisfaction supports the idea that the expatriates’ ability to remain in the host 
subsidiary and be effective in achieving results will spontaneously lead to expatriate 
satisfaction.     
6.2 Answering Research Questions 
This thesis examined the relationships among contextual factors relating to international 
assignments (career POS, adjustment POS, finance POS, host country support and 
headquarters-subsidiary coordination) and expatriate adjustment in the sub-Saharan 
African context. The study also examined the effect of expatriate adjustment on work 
activities and expatriation outcome variables. Having discussed the hypothesised 
relationships as detailed in the conceptual framework in the previous sections, the 
research questions underpinning the study are addressed here. 
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6.2.1 Research Question 1   
 
What is the influence of perceived organisational support on expatriate adjustment and 
assignment success? 
This research question sought to provide insight into the effects of POS on expatriate 
cross-cultural adjustment and assignment success. As explained in previous chapters, this 
study focused on the POS theory and its effects on expatriation outcomes in Ghanaian 
MNCs. The results (presented in chapter 5) produced mixed findings. First, adjustment 
POS has no influence on Ghanaian cultural adjustment and work-related adjustment. The 
non-significant association between adjustment POS and expatriate adjustment may imply 
that adjustment POS alone is not sufficient to facilitate the adjustment of the expatriate to 
both work and non-work environments in the host country. This suggests that 
organisations should explore other sources of support that are likely to enhance 
expatriates’ adjustment to their work environment in host subsidiaries rather than relying 
solely on adjustment POS. According to the POS theory, Rhoades and Eisenberger (2002) 
suggest that, when expatriates believe that parent companies are generally concerned 
about their welfare and value their commitment to host subsidiaries, they will find it easy 
to adjust to the host country environment. As POS mirrors employee perceptions of their 
organisation’s willingness to reward improved work effort, and satisfy their socio-
emotional needs, support from MNCs could enhance expatriates’ ability to cope with 
work stress in the host unit and in turn positively relate to expatriates’ adjustment and 
assignment success. 
Second, career POS was found to be positively related to career development. This 
finding not only empirically supports Wu and Ang’s (2011) contention that organisational 
career plans play a significant role in motivating expatriates to focus on their assigned 
tasks, but an indication that organisations that are interested in the career aspirations of 
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their employees would provide an enabling environment and the necessary support. 
Therefore, if MNCs pay the desired attention to the career goals and aspirations of their 
expatriates, these expatriates are likely to overcome the challenges associated with their 
international assignments and succeed. They are also likely to advance their careers 
within and outside their current organisation. On a similar note, finance POS has a 
significant positive effect on assignment completion. This indicates that adequate 
financial inducement and compensation from the organisation is likely to motivate 
expatriates on international assignment to remain in the host subsidiary and complete the 
assignment.       
6.2.2 Research Question 2 
How significant is host country nationals’ support in expatriate cross-cultural 
adjustment? 
The second research question explores the influence of host country nationals’ support on 
expatriate cross-cultural adjustment. The results of the analyses in chapter 5 indicate that 
while the support of host country nationals has a statistically significant positive effect on 
work-related adjustment of expatriates, it does not influence their adjustment to the 
Ghanaian culture.  
The positive association between host country nationals’ support and work-related 
adjustment is consistent with expatriate socialisation literature (Mahajan & Toh, 2014; 
Toh & DeNisi, 2005, 2007; Toh et al., 2012; Vance et al., 2009), which suggests that 
support from host employees, including companionships that provide emotional 
reassurance, useful information, encouragement and or assistance in dealing with stressful 
situations, can help new assignees deal with unexpected or unpleasant experiences and 
feel well-adjusted to the new work culture. Hence, useful information and insight from 
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HCNs might assist expatriates in adjusting to both the work and non-work culture in the 
host country. For this reason, host employees are often a valuable source of support for 
expatriates trying to become accustomed to their host culture and new work roles. An 
increased understanding of the host culture makes it easier for expatriates to effectively 
interact more often with HCNs (Froese & Peltokorpi, 2013). This study’s results are in 
line with host country support perspectives as recent scholarship has found that early 
support received from supervisors and co-workers was positively associated with work 
proactivity, social integration and organisational commitment (Kammeyer-Mueller et al., 
2013).  
The results may imply that adjusting to a new work environment in a foreign location is 
often a challenging task, thus the support from HCNs could be beneficial in reducing 
adjustment-related problems. Therefore, effective interaction with HCNs may assist 
expatriates in gaining the knowledge to deal with the demanding nature of their work 
roles while on assignments. 
6.2.3 Research Question 3 
Does headquarters-subsidiary coordination significantly influence expatriate adjustment 
to the Ghanaian culture and work environment? 
The purpose of the third research question is to determine how headquarters-subsidiary 
coordination influences expatriates’ adjustment to the Ghanaian culture and work 
environment. The results reveal that expatriates who effectively coordinate affairs 
between the headquarters and the host subsidiary are able to adjust in their host country’s 
culture and new work environment. In the international assignment context, it is possible 
several factors could account for how the assignees adjust to the cultures of the host 
environments. Despite the strong correlation between headquarters-subsidiary 
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coordination and expatriate adjustment, researchers to date have paid little attention to the 
effects of headquarters-subsidiary coordination and expatriate adjustment. In future 
research, it would be interesting to explore the impact of headquarters-subsidiary 
coordination on other expatriation outcome variables.  
6.2.4 Research Question 4    
What significant effects does cross-cultural adjustment of expatriates have on work 
activities? 
The key intent of this research question was to examine the influence of expatriate 
adjustment on work-related activities in the host subsidiaries. Contrary to the predictions, 
the empirical results in this study revealed that Ghanaian cultural adjustment is negatively 
associated with assignment completion and shaping the subsidiary. This implies that 
successful expatriate adjustment to the host Ghanaian culture has a negative impact on the 
two work-related activities. Even though these findings are quite surprising, it seems 
possible that, while adjustment to the host culture is important, full integration of an 
expatriate into the Ghanaian culture may have its own implications (including the 
inability of the assignee to successfully complete the assignment and the failure to shape 
the subsidiary through knowledge transfer). Perhaps complete socialisation of assignees 
into the host culture could adversely affect their job performance, as they may be more 
interested in non-work related activities in the host country than their key job 
responsibilities. 
In contrast, the results of the study indicate that work-related adjustment positively 
influences assignment completion and shaping of the subsidiary. The positive influence of 
work-related adjustment on the two work activities suggests that adjustment of expatriates 
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to the work environment can be a more important determinant of successful expatriation 
than adjustment to the host country’s culture.           
6.2.5 Research Question 5    
Do expatriate characteristics have significant effects on perceived organisational support 
and expatriate assignment outcome variables? 
This research question explores whether expatriates’ demographic characteristics have 
any influence on the constructs that are examined in the study model. The ANOVA was 
used to test the effects of these demographic characteristics on the study variables and the 
results of the analyses indicate that expatriate country of origin (continent) has a 
significant effect on Ghanaian cultural adjustment. The data show that Europeans 
reported significantly greater cultural adjustment than employees from other continents.  
The effects of other demographic characteristics approached significance. First, gender is 
found to have an influence on host country support, professional skills development, 
assignment completion and work-related adjustment. Even though male samples far 
outnumber females in international assignments, previous studies found that female 
expatriates have higher levels of socio-cultural adjustment than their male counterparts 
due to their interpersonal skills and visibility (Cole & McNulty, 2011; Napier & Taylor, 
1995). Women were also found to be satisfied with their jobs in overseas assignments 
(Culpan & Wright, 2002). While the assertions of the above scholars are consistent with 
the finding of the current study, this finding must be interpreted with caution given that 
the subsample of female expatriates was small (n = 45). In addition, there is empirical 
support for the notion that female expatriates do not experience significantly lower levels 
of adjustment than male expatriates (Morley & Flynn, 2003; Oslen & Martins, 2009; 
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Selmer, 2001; Selmer & Leung, 2003). This argument might be valid as the significance 
differences observed in this study were marginal.  
Second, the results show that pre-departure knowledge of the host country has an effect 
on financial POS and career development and the analyses also revealed that knowledge 
of local Ghanaian dialects has an effect on host country nationals’ support and expatriate 
satisfaction. The findings of this study are consistent with the assertion that expatriates 
who are proficient in the host country’s language tend to form social networks easily, 
solve workplace problems and acquire skills that enhance their job satisfaction 
(Naumann, 1993). Although expatriates in Ghana often use English as the official 
language, they have to function and relate to local employees in informal contexts and 
outside the work setting where the use of local language is preferred. Accordingly, 
familairity with the langauge of the host country could be a vital tool in aiding 
international assignees develop an understanding of the new culture and assist them to 
interact effectively with local employees (Selmer, 2006; Selmer & Lauring, 2015). Huff 
(2013) maintains that expatriates who can speak the language of the host country should 
be able to adapt to the local culture and perform better on assignment. Previous studies 
have provided empirical support for this assertion. Researchers found that local language 
ability is positively associated with job performance (Mol, Born, Willemsen, & Van Der 
Molen, 2005), expatriates’ adjustment to both work and non-work settings (Peltokorpi, 
2008; Selmer, 2006) and successful integration into the host culture (Selvarajah, 2004). 
In the same way, their lack of understanding of the host-country language may lead to 
categorisation of expatriates as out-group members (Peltokorpi, 2007; Toh & DeNisi, 
2007). Expatriates who are keen to learn the language of the host society could attract the 
attention and support of host country nationals. They also tend to perceive themselves as 
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part of the host culture and are more likely to be satisfied with their job and successfully 
perform their assigned duties. For example, Ghanaian employees are likely to identify 
with and may willingly provide social support to a Chinese or South Korean expatriate 
manager who can speak or understand Twi (the most popular and commonly used 
Ghanaian language). This is because lack of host-country language skills was found to 
have accounted for the isolation of expatriates in the workplace, which leads to poor 
interpersonal relationships (Froese, 2010). Hence, familiarity with the host country 
language may strengthen the bond between expatriates and local employees, which may 
influence expatriate assignment outcomes. 
Further, the ANOVA results show that expatriate age has a significant effect on host 
country support, expatriate satisfaction and overall success. In the Ghanaian culture, there 
is respect for age. Hence older expatriates, for all intents and purposes could be 
categorised by HCNs as people belonging to a prestigious group calling for greater 
respect and support. Finally, while continent, duration of stay in Ghana and pre-departure 
knowledge of the host culture were all found to have an impact on financial POS, 
Ghanaian cultural adjustment was found to be influenced by the continent of origin of the 
assignee and the duration of his or her stay in Ghana. Indeed, individuals on international 
assignment often need to learn about and adapt to local practices to be effective in the 
new cultural environment in order to fulfil the primary objectives of their assignments. As 
such, it is expected that the longer the expatriate stays in the host culture, the more 
capable the individual becomes in managing the anxiety and uncertainty associated with 
the adjustment to the new culture. Also, when the culture and values of the expatriate’s 
country of origin are similar to those of the host country, it is likely the expatriate might 
adjust quickly in the host culture. 
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6.3 Chapter Conclusion  
This chapter discussed the thesis findings and compared them with extant literature. The 
hypotheses, which were tested for statistical significance, were discussed in relation to 
theory, extant literature and the study context. Overall, the results of this study suggest 
that POS, host country support and headquarters-subsidiary coordination play a 
significant role in expatriation outcomes. Also, while work-related adjustment effectively 
mediates the relationships between contextual variables and work activities, Ghanaian 
cultural adjustment is negatively associated with work activities. Additionally, assignment 
completion has direct positive effects on career development, professional skills 
development and overall success. On the other hand, except for overall success, shaping 
the subsidiary has a non-significant influence on career development and professional 
skills development. The study also reveals that career development and overall success 
positively influence expatriate satisfaction.  
In summary, this chapter has reinforced the notion that various forms and sources of 
support available to expatriates during the course of international assignments are critical 
in facilitating their cross-cultural adjustment and overall assignment success. The next 
chapter provides the conclusion to the study, implications for theory and practice, the 
limitations of the study and points out directions for future research.  
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Chapter Seven: Implications and Future Research 
Directions 
7 Introduction 
This final chapter builds upon the discussion of results, identifies the key contributions 
made by this study and outlines its implications for both theory and practice. In addition, 
the limitations of the study are acknowledged and avenues for future research are 
explored. The findings of the study provide insight into sources of support that are 
available and easily accessible to expatriates on international assignments in Ghana, the 
Africa host country, which can enhance their adjustment and overall effectiveness. A key 
issue in expatriate management research is that, despite being extensively researched for 
the past decades, most of it has been predominantly focused on expatriate adjustment and 
experiences in Western cultures to the neglect of other cultures. The current research aims 
to address this issue, in part, by examining the link between POS, host country nationals’ 
support and expatriate assignment outcomes in a sub-Saharan Africa context. This thesis, 
therefore, contributes to the field of IHRM by investigating the role of POS and host 
country nationals’ support in expatriate assignment success in host subsidiaries of 
Ghanaian MNCs.  
Since this study focuses on POS and expatriation in a new cultural environment, it is 
anticipated that it would benefit academia, IHRM researchers and HRM practitioners who 
are constantly exploring how international assignees can cope and successfully adjust to 
the different and complex cultures of their host countries. Thus, this study adds new 
insights into the expatriation literature focused on the factors accounting for expatriate 
adjustment and assignment success.       
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This chapter provides a conclusion to the thesis and proceeds as follows. Section 7.1 
provides a discussion relating to theoretical contributions and implications. Section 7.2 
discusses the managerial implications of the study. In section 7.3, the study limitations are 
identified and addressed with suggested future directions of research and section 7.4 
presents the concluding remarks of this study. 
7.1 Theoretical Contributions and Implications 
The findings from this study extend the expatriation literature in several ways. First, the 
study contributes to a deeper understanding of the effect of POS on expatriation in an 
unfamiliar cultural environment. A major contribution of the thesis relates to the choice of 
the study sample. This is the first known empirical study that has attempted to understand 
expatriates’ perceptions of how they are supported by their organisations to adjust and 
become effective in executing their assigned tasks within an Africa host country. Thus, 
this research aims to improve successful expatriation in sub-Saharan Africa by addressing 
the apparent dearth of expatriation research conducted in the African host subsidiaries of 
MNCs. Another key contribution of this study is the successful development of a 
conceptual framework and the testing of it in a sub-Saharan African context—a context 
that has received little scholarly attention in terms of expatriate management research. 
Theoretically, this thesis brings together two different perspectives of support 
(organisational support and HCN support) that are currently receiving attention in the 
expatriate management literature. Hence, this study contributes to expatriation research 
by empirically examining the relationships between organisational support, host country 
nationals’ support, expatriate adjustment and other expatriation outcome variables.  
The findings of this study suggest that POS has a significant positive effect on expatriate 
assignment completion and career development. This indicates that expatriates will find 
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the execution of their assignment less stressful and will benefit from career development 
opportunities, when support from the organisation is available when needed. In addition, 
the findings of this study empirically support the organisational support theory that was 
conceptualised by Rhoades and Eisenberger (2002). Accordingly, the organisational 
support theory presumes that employees would feel obligated to reciprocate their 
organisation’s concern, kindness and fair treatment with their loyalty and total 
commitment to the organisation. For example, expatriates may feel greater commitment 
to adjust to the host country, remain at their post and complete the assigned tasks when 
they perceive that their organisations have invested resources to ensure the success of the 
assignment. Thus, POS is likely to facilitate the creation of expatriates’ responsiveness 
and emotional attachment to the foreign subsidiaries.  
Second, the findings of the current study also contribute to social exchange theory (Blau, 
1964). In line with the social exchange perspective, employees in an employment 
relationship would feel obligated to reciprocate the company’s supportive work 
environment with both social and emotional resources such as commitment, trust, 
attachment and loyalty (Brief & Motowidlo, 1986; Levinson, 1965; van der Heijden et al., 
2009). As such, based on the norm of reciprocity, expatriates may feel obligated to 
reciprocate when they perceive that their companies have provided the support that is 
deemed beneficial during the assignment duration. Such perceptions usually yield positive 
work-related outcomes, including cross-cultural adjustment and overall assignment 
success. Given that foreign assignment is characterised by high levels of anxiety, support 
from the organisation could be valuable in helping expatriates minimise the feelings of 
apprehension and uncertainty that are associated with relocation to a new cultural setting. 
Since reciprocity occurs spontaneously, it is likely international assignees would engage 
in favourable actions towards the organisation, which could lead to enhanced job 
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performance and more favourable expatriation outcomes. In contrast, social exchange 
theory claims that employees will withdraw their loyalty and commitment to the 
organisation if they feel they are neither fairly treated nor sufficiently supported to adjust 
and perform their assigned tasks in the host country.  
Therefore, the findings of this study indicate that expatriates would be able to adjust in 
their new culture and complex work contexts when support is available from the 
organisation. Similarly, support extended to expatriates by their organisations could have 
a significant influence on assignment completion and overall success. Specifically, the 
support expatriates receive from their organisations while on international assignments 
can be a valuable source of motivation, resulting in successful expatriation. Overall, the 
current study contributes to the growing body of research focused on highlighting the 
effect of POS on expatriate adjustment and assignment success. For instance, Cao et al. 
(2014) used survey data from 112 self-initiated respondents (SIEs) in Germany and found 
direct positive effect between POS and SIEs’ career satisfaction and intention to stay in 
the host country and Kawai and Strange’s (2014) study showed that career POS has a 
direct positive effect on work adjustment and the affective commitment of expatriates 
working in the same location (i.e., Germany). Likewise, Kraimer and Wayne (2004) 
surveyed expatriates and their supervisors in the US and found that the POS dimensions 
differentially predicted expatriate success criteria. This current study adds to the POS and 
expatriation literature in a unique way by switching attention from the Western context to 
a sub-Saharan African context. It is perhaps the first research that investigates POS and 
expatriation from an African host nation’s perspective, allowing for a better 
understanding of the role of POS in expatriate adjustment and assignment success. 
Following POS theory, the findings of this study suggest that international assignees look 
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to their organisations for support in order to overcome the challenges associated with their 
job roles in a new cultural environment.    
Third, research focusing on how expatriates perceived local employees in host 
subsidiaries is relatively scarce in the expatriate management literature. The findings of 
this study highlight the significance of expatriates’ perceptions of the host employees and 
their willingness to provide social support to expatriates. In particular, it adds to the 
HCN-expatriate socialisation literature, which is understudied within a sub-Saharan 
African context. This research is one among only a few studies that have investigated 
expatriate-host country employees’ interactions from an African host nation’s 
perspective, allowing for better understanding of how expatriates’ perceptions of HCNs 
could influence expatriates’ adjustment and assignment experiences in host subsidiaries 
of MNCs. 
For this reason, contributors to the expatriation literature should not overlook the 
distinctive role of HCNs. To date, studies have suggested that HCNs support is beneficial 
for expatriate assignment outcomes (e.g., Mahajan & Toh, 2014; Toh & DeNisi, 2005; 
Toh & Srinivas, 2012). Hence, the perceptions of expatriates regarding how supportive 
HCNs are could compliment this contention and perhaps be even more important in 
assisting expatriates to utilise and appreciate the support of local employees during their 
stay in the host country. The findings of the present study not only underscore the 
importance of HCNs in the expatriation process, but also demonstrate that HCNs are a 
valuable source of support for expatriates. When expatriates perceive HCNs as 
supportive, it makes them more comfortable in approaching their local colleagues for 
assistance and to exchange useful information that is indispensable in facilitating their 
adjustment within the host culture. This study extends the previous research that has 
 
 
187 
  
focused on the substantial role played by HCNs in aiding expatriates’ adjustment in the 
host country’s work environment. For example, Black’s (1988) study revealed that 
expatriates who spent more time with HCNs tended to adjust more quickly to the host 
culture and their new work roles. The findings of the present study also extend HCN-
expatriate socialisation literature, which suggests that supportive HCN relationships with 
expatriates could assist expatriates in managing and minimising stressful situations 
associated with their new work roles in foreign subsidiaries (Cable & Parsons, 2001; 
Cooper-Thomas et al., 2004; Mahajan & Toh, 2014; Toh & DeNisi, 2005). In summary, 
the findings of this study highlight the important role of HCNs as sources of social 
support and provision of information in host subsidiaries of MNCs.  
Finally, research investigating expatriate adjustment and assignment success from a 
multiple stakeholder perspective is relatively scarce in the expatriate management 
literature. The present study highlights the importance of the multiple sources of support 
relevant to expatriate adjustment and overall effectiveness. Findings from this study lend 
support to the proposition that the availability of support not only enhances expatriates’ 
adjustment to the host country, but also contributes to their overall success. Even as this 
study underscores the significance of POS and host country support, it further argues that 
other sources of support that are not explored in this study could be useful in facilitating 
successful expatriate adjustment and overall assignment success in diverse cultures. 
In addition to the theoretical contributions and implications discussed above, there are a 
number of practical implications that should not be overlooked by human resource 
managers and practitioners in the international domain. These practical implications are 
discussed in the next section.         
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7.1.1 Managerial Implications 
Based on the current findings, this study has several practical implications for IHRM 
practices and for MNCs who send expatriates on assignments in foreign subsidiaries. 
Firstly, it is important for organisations to recognise that expatriates may require support 
from multiple stakeholders including the organisation itself as these sources of support 
are significant in ensuring expatriates adjust with ease to the host culture and the work 
environments. This suggests that organisations need to do what they can to ensure that 
social support is available from a variety of sources as this plays a significant role in 
helping the international assignees adjust more readily to the new locations. One way for 
MNCs to achieve this is to formally recognise and appreciate the distinctive role of local 
employees of the host subsidiaries of their organisation as a source of social support for 
expatriates. Particularly, host employees who have prior work experience with expatriates 
could be used as a resource for preparing expatriates during orientation and training 
programs. These local employees can leverage prior experiences and knowledge gained 
that will uniquely contribute to successful adjustment and overall effectiveness of the 
incoming international assignees. HCNs, for example, can provide the newly relocated 
expatriate employee with local knowledge regarding where to purchase foreign goods, 
recommend international educational institutions for expatriate children, address issues 
relating to the host culture, provide information about the use of the local currency and 
give advice on how to conduct business transactions. Such information is exclusively 
within the domain of host employees.  
Hence, MNCs are encouraged to consider HCNs in particular as a valuable source of 
support for expatriates in host subsidiaries. In addition, companies should proactively 
identify people with whom expatriates interact frequently, including a number of 
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institutions in the host country that are likely to be a source of support for expatriates. 
Connecting expatriates to these individuals and institutions increases awareness that 
support is available that could help reduce the level of anxiety associated with their 
adjustment to the host country environment; expatriates need all-inclusive support not 
only from their organisations, but also from those experienced in the complex nature of 
the foreign job demands. Nonetheless, it is worth noting that resentment from HCNs 
working with expatriates may exist, partly due to the perception that local employees are 
not competent enough to occupy the enviable positions that expatriate employees occupy 
(Reiche, 2007). The second-rate employment status and the stereotypical subordinate role 
of HCNs in Ghanaian MNCs make it possible for local employees to develop such a 
view, which often influences their attitudes and behaviour towards expatriate employees. 
One way by which multinationals could address this is to consider promoting competent 
and well-experienced Ghanaian employees to senior management positions as co-worker-
undermining decreases social integration and promotes withdrawal behaviours 
(Kammeyer-Mueller et al., 2013). Even though expatriates are trusted to have a better 
understanding of the corporate culture and policy of the parent company, local employees 
could play the same role if mentored, trained and well-equipped for the task by MNCs.   
Second, MNCs should better recognise that cross-cultural adjustment and expatriate 
assignment success is closely linked with POS (Kawai & Strange, 2014; Kraimer & 
Wayne, 2004). Expatriates’ perceptions of how they are supported to adjust and complete 
their assigned tasks in the foreign country cannot be underestimated. Parent companies 
should have in place rewards and compensation systems that would be perceived by 
expatriates as enticing, thus motivating them to willingly accept relocation to foreign 
subsidiaries. Similarly, organisations should effectively manage international assignees’ 
career-related concerns through the implementation of well-designed career assistance 
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programs that would be beneficial for both the expatriate and the organisation. 
Expatriates’ perceptions of how they are supported by their organisations play a 
fundamental role in expatriate assignment outcomes.  
Although this study did not examine psychological contract fulfillment, its findings 
suggest that the perception of being sufficiently supported to adjust and perform one’s 
assigned duties in the foreign culture may potentially strengthen the value of the 
psychological contract between the expatriate and the parent company. For example, 
research has shown that, when the organisation fulfills its obligations towards employees 
as anticipated, it could automatically have a favourable effect on employees’ attitudes, 
behaviours and performance (Henderson et al., 2008; Kumarika Perera et al., 2016; 
Raeder et al., 2012; Sturges et al., 2005; Turnley, Bolino, Lester, & Bloodgood, 2003). As 
a result, when the support received meets expectation the expatriate may become more 
committed, motivated and willing to increase his or her effort to ensure the assigned tasks 
in the foreign subsidiary are executed with expedience. Conversely, perceptions of lack of 
support may elicit feelings of unmet expectations, which, in turn, lead to difficulties in 
adjustment and overall effectiveness of the expatriate staff. This contention is in line with 
the assertion that employees that have a supportive relationship with their employer may 
not be compelled to monitor whether their psychological contracts are being met or not, 
as they would have a benevolent view of their employer’s actions (Coyle-Shapiro & 
Conway, 2005). It is therefore beneficial for MNCs to pursue an integrated approach by 
providing support systems that are strategically aligned with HRM practices. Employees 
who perceive their organisations to be supportive and committed to helping meet their 
social, emotional and tangible needs can reciprocate by assisting the organisation achieve 
its desired goals (Ko & Hur, 2014). Companies should also make every effort to fulfill 
international assignees’ expectations by providing the needed support and inducements 
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that were promised and communicated to the expatriates prior to the assignment. Thus, a 
feeling of being empowered or supported on assignment may lead to the perception that 
the organisation has fulfilled its obligations or promises (Agarwal & Bhargava, 2014; 
Bhatnagar, 2014; Wu & Chen, 2015).  
Third, even though the Ghanaian culture is characterised by power distance, whereby 
differences in status are usually observed and respected, the hospitable nature of 
Ghanaians in general makes it possible for local employees to freely relate and interact 
with expatriates who may occupy top management positions in the host subsidiaries. This 
implies that, while companies in Ghana tend to adhere to centralised managerial 
leadership style, with respect for people in authority, the invisible barriers discouraging 
host employees from being friendly and supportive of their expatriate superiors are 
virtually absent.  
As a practical implication drawn from this research, it is obvious that MNCs should pay 
more attention to the way in which HCNs are perceived by expatriates. As the results of 
this study clearly established, expatriates in Ghana perceived social support from HCNs 
as significant for their adjustment and assignment success. The expatriates also perceived 
HCNs to be cooperative in providing useful information to enable them to adjust 
successfully in the host Ghanaian culture and work settings. These findings provide 
preliminary evidence in support of the view that host country support is significant for 
expatriation in the African context. The generous cooperation and support from HCNs, 
multinationals in Ghana, and Africa in general, should encourage expatriates to be 
proactive in seeking help from local employees as their assistance has the potential to aid 
expatriate adjustment. Given the generous cooperation and support from HCNs, 
multinationals in Ghana and Africa should encourage expatriates to be proactive in 
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seeking help from local employees, which has the potential to aid expatriate adjustment. 
As a popular Ghanaian adage puts it “He who has a thorn in his flesh should look for the 
one who has a knife”, which literally means, he who needs help should find a helper. 
Further to this, when expatriate employees learn to appreciate the host culture, and erase 
the erroneous impression that everything in the host nation should be done the way things 
are done in their home country, they are likely to adjust with ease in the host country and 
become successful, since every society has its own social values, belief systems and ways 
of doing things. Indeed, the degree to which individual expatriates came to recognise, 
accept and respect the local norms and values of the host Ghanaian society could impact 
on their interactions with HCNs. Based on the findings of this study, expatriates are 
encouraged to be realistic in their expectations of local employees and to be open and 
tolerant in their interactions and dealings with HCNs; both parties are from diverse socio-
cultural backgrounds and differences are bound to exist.    
It is also recommended that multinational firms doing business in Africa must learn to 
incorporate host country management practices and cultural value systems into the 
management of host subsidiaries rather than strictly adhering to the management style of 
their home country cultures and contexts. As argued by cultural fit researchers, when the 
personal values, beliefs and personality traits of expatriates are similar to the core values, 
beliefs and norms of host countries, the safety and comfort of the expatriates could be 
significantly enhanced (e.g., Huff et al., 2014; Froese, 2010; Peltokorpi & Froese, 2012, 
2014; Schiefer et al., 2012; Searle & Ward, 1990). Also, prior studies suggest that 
multinational firms aspiring to be successful in sub-Saharan Africa must align their 
management systems, styles and practices with the local cultural context of the host 
country (Jackson, Amaeshi, & Yavuz, 2008; Seriki, Hoegl, & Parboteeah, 2010).   
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Fourth, the significant results that have emerged from observing the influence of 
headquarters-subsidiary coordination on expatriate adjustment to the host culture and 
work environment signal that multinationals, in their selection criteria when recruiting 
expatriates for international assignments, should not overlook the ability of those 
expatriates who can effectively coordinate the activities between the parent company and 
host subsidiaries.    
 Finally, the results of the analysis showed that Ghanaian cultural adjustment has a 
negative impact on assignment completion and shaping the subsidiary. This suggests that 
proper integration of the expatriate into the host culture per se does not play a significant 
role in helping them achieve their core assignment goals; however, it is likely that it is 
important to psychological health and wellbeing. Work-related adjustment, on the other 
hand, has positive effects on work activities and hence, it is important that companies 
evaluate each context within which assignments occur and identify those factors in the 
host country that could influence expatriate assignment success.          
7.1.2 Limitations of Study and Directions for Future Research 
Despite the aforementioned contributions and implications, this study has several 
limitations that merit consideration, as taking them into account might be beneficial in the 
design of future research. This section discusses the identified limitations of this study 
and how best they could be addressed by future researchers. Although the study was the 
first to survey expatriates from 40 different countries on assignments in a sub-Saharan 
Africa host country so that the results, to a certain degree, are reflective of a specific 
context, it is believed that the findings would be relatively similar in other cultures.  
First, it has been acknowledged by previous studies that expatriates’ experiences are 
biased profoundly by their country of origin (Selmer, 2001; Tungli & Peiperl, 2009) 
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hence, care should be taken regarding the generalisation of the findings of this study to all 
expatriate population. Even though some scholars argue that there is cultural proximity 
between employees from some regions of Africa and Asia (Horwitz, 2012; Xin, Liu, 
Tarba, & Cooper, 2016), there still exist significant general differences in cultural values, 
norms and behaviours. Indeed, ethnographic studies of multinational teams and 
organisations indicate that expatriate employees do not necessarily reflect general 
population tendencies (Salk & Brannen, 2000; Schneider & Barsoux, 1997). Future 
studies could also examine whether the findings of this research are able to be generalised 
to other contexts, in particular that of North Africa. This is because the cultural values and 
beliefs of the people of North Africa are undoubtedly more similar to those of the 
European Mediterranean and the Middle East than those in sub-Saharan Africa (Gannon 
& Pillai, 2013).  
Second,  expatriate personality was not measured in the current research therefore was not 
controlled for. Future studies should endeavour to control for personality attributes of 
expatriates and the influence of these attributes on expatriate adjustment and assignment 
success in the sub-Saharan African context.  
Third, a majority of expatriates surveyed in the current research are organisational 
expatriates based in subsidiaries of MNCs. Cross-cultural adjustment varies greatly 
between organisational expatriates (OEs) and self-initiated expatriates (SIEs) but only a 
few studies have examined why differences between the two cohorts occur in expatriation 
outcomes in relation to cross-cultural adjustment and job satisfaction (Doherty et al., 
2011; Froese, 2012; Froese & Peltokorpi, 2011; Froese & Peltokorpi, 2013; Peltokorpi & 
Froese, 2009). In particular, Doherty et al. (2011) found in their study that SIEs working 
in Western Europe were mainly motivated to relocate as a result of a specific interest in 
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the host country and a desire for adventure, while OEs were motivated by job-related 
factors. Building on the current research, future studies may want to investigate and 
compare the differences in cross-cultural adjustment between OEs and SIEs. Future 
studies may also test whether POS moderates the relationship between expatriates’ 
adjustment and assignment success within these two groups of expatriates in an African 
context. More research is thus needed to examine the role of POS in the expatriation 
outcomes of SIEs. As SIEs typically receive less official support from the parent 
company for their cross-cultural adjustment, they rely mainly on personal resources and 
support from local employees. Various forms of support from the organisation and other 
stakeholders could be of great benefit in facilitating successful expatriation of SIEs in 
diverse cultures.  
Fourth, this thesis, and a substantial number of prior expatriate studies, only collected 
data, through self-reports, at one point in time for the assessment of the variables (e.g., 
Froese & Peltokorpi, 2013; Okpara & Kabongo, 2011; Peltokorpi & Froese, 2014; Reiche 
et al., 2011): this could increase the possibility of common method variance. Previous 
studies suggest that common method variance can have a significant effect on observed 
relationships between measures of different constructs (Cote & Buckley, 1987; 
Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). Common method variance refers to the 
existence of variance that is attributed to the measurement method rather than to the 
constructs the measures represent (Podsakoff et al., 2003). Conversely, as a strategy to 
minimise the potential for common method bias in the present study, the items for the 
independent and dependent variables were separated in the survey (Podsakoff et al., 
2003). Despite the step taken, it is acknowledged that common method bias cannot be 
completely ruled out in this study.  One possible way to extend this research would be to 
conduct longitudinal studies, which could provide more compelling evidence with which 
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to enhance our understanding of the time-related process of cross-cultural adjustment of 
international assignees. 
Fifth, it is acknowledged that this research was limited to the analysis of data from global 
assignees who are currently on assignments. Given that the study collected information 
from 229 expatriates from  different countries working in subsidiaries of MNCs, it would 
be insightful to extend this research to include the perspective of repatriates and expatriate 
co-workers, particularly those who supervise the work of expatriates in the host 
subsidiaries in the sample.  
Building on the current research, future research should employ a mixed methods 
research design in order to explore and validate the links between the constructs that are 
presented in the conceptual model of this thesis. Mixed methods research blends 
statistical data analysis with qualitative methods. It leads to validity and reliability of 
results while providing deeper insight through subjective content analysis of the 
information provided by respondents and so provides a better understanding of the 
interactions of the observed relationships. The mixed methods study results can be useful 
in refining the proposed model.  
Furthermore, a comparative study would allow a better understanding of expatriates’ 
cross-cultural adjustment within the context of sub-Saharan Africa. Additionally, 
comparative study of the adjustment of female and male expatriates would be helpful: 
Cole and McNulty (2011) surveyed 68 Western and Asian expatriates and found that 
female expatriates had higher levels of socio-cultural adjustment than their male 
counterparts. Given that expatriation remains a male-dominated activity, the views of 
female expatriates’ experiences would be valuable.  
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Finally, Abdul Malek et al. (2015) comment that expatriates’ spouses are generally more 
directly involved with the local environment on a daily basis in order to promote the 
expatriate-family social integration within the host society. Spousal and family 
adjustment is another under-studied but promising area in the expatriation literature and 
needs to be researched. Therefore, future researchers exploring sources of support and 
their effects on expatriation might also consider the role expatriates’ spouses play in 
seeking out and utilising support in order to guarantee the successful adjustment of their 
families to the new surroundings in the host country. 
This final chapter has discussed the contributions made by this thesis to both theory and 
practice. The limitations of the study were acknowledged and suggestions of how these 
limitations could be addressed by future researchers have been provided. The next section 
provides the concluding remarks to the thesis.  
7.2 Concluding Remarks 
This thesis has examined expatriates’ perceptions of support from their organisations and 
its host country employees and the effects this has on expatriation outcomes in Ghana. 
Overall, the results reported in the current research provide support for the POS theory. 
Although not all proposed relationships were confirmed, the findings presented provide 
solid empirical support in favour of the argument that POS and host country nationals’ 
support have direct positive effects on expatriation, in particular the expatriates’ 
adjustment to the foreign subsidiaries’ work environments, their career development and 
assignment completion. This thesis has provided some preliminary evidence of the 
relative importance of headquarters-subsidiary coordination in relation to shaping the 
subsidiary and expatriates’ adjustment to both work and non-work environments in host 
countries. As previous research has not provided such evidence, the findings of this study 
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make a contribution to the expatriation literature. MNCs are encouraged to pay attention 
to headquarters-subsidiary coordination as it has emerged that it has a significant role in 
expatriation process. 
In addition, the study provides first-hand information on expatriation in a sub-Saharan 
African context, which cannot be easily obtained by Western IHRM researchers. While 
the study results are based within a diverse cultural context, differing from previous 
expatriate management studies that focused on countries in the Triad (the United States, 
Western Europe and Japan), this study hopes to have provided supplementary literature in 
furthering understanding of the significance of organisational support in expatriate 
assignment success in foreign subsidiaries. The contribution of this study is intended to 
stimulate future research regarding successful expatriation in sub-Saharan Africa host 
countries.  
 
 
199 
  
References 
Abdul Malek, M., Budhwar, P., & Reiche, B. S. (2015). Sources of support and 
expatriation: A multiple stakeholder perspective of expatriate adjustment and 
performance in Malaysia. The International Journal of Human Resource 
Management, 26(2), 258-276.  
Agarwal, U. A., & Bhargava, S. (2014). The role of social exchange on work outcomes: 
A study of Indian managers. The International Journal of Human Resource 
Management, 25(10), 1484-1504.  
Ajzen, I. (2005). Attitudes, personality and behaviour. United Kingdom: McGraw-Hill 
Education. 
Akin, G., & Palmer, I. (2000). Putting metaphors to work for change in organisations. 
Organisational Dynamics, 28(3), 67-79. 
Al Ariss, A. (2014). Voicing experiences and perceptions of local managers: Expatriation 
in the Arab Gulf. The International Journal of Human Resource Management, 
25(14), 1978-1994.  
Albarracin, D., Johnson, B., Zanna, M., & Kumkale, T. (2014). Attitudes: Introduction 
and scope. In D. Albarracin, B. Johnson, & M. Zanna (Eds.), The handbook of 
attitudes. New York: Psychology Press. 
Albertin, A., & Nair, P. (2004). Farmers' perspectives on the role of shade trees in coffee 
production systems: An assessment from the Nicoya Peninsula, Costa Rica. 
Human Ecology, 32(4), 443-463.  
Allard, L. A. (1996). Managing globe-trotting expats. Management Review, 85(5), 39-43. 
Allen, D. G., & Shanock, L. R. (2013). Perceived organisational support and 
embeddedness as key mechanisms connecting socialization tactics to commitment 
and turnover among new employees. Journal of Organisational Behaviour, 34(3), 
350-369.  
Allen, D. G., Shore, L. M., & Griffeth, R. W. (2003). The role of perceived organisational 
support and supportive human resource practices in the turnover process. Journal 
of Management, 29(1), 99-118.  
Altman, Y., & Baruch, Y. (2012). Global self-initiated corporate expatriate careers: A 
new era in international assignments? Personnel Review, 41(2), 233-255.  
Andersson, U., Forsgren, M., & Pedersen, T. (2001). Subsidiary performance in 
multinational corporations: the importance of technology embeddedness. 
 
 
200 
  
International Business Review, 10(1), 3-23.  
Andreason, A. W., & Kinneer, K. D. (2005). Repatriation adjustment problems and the 
successful reintegration of expatriates and their families. Journal of Behavioural 
and Applied Management, 6(2), 109.  
Andrews, D., Nonnecke, B., & Preece, J. (2003). Electronic survey methodology: A case 
study in reaching hard-to-involve Internet users. International Journal of Human-
Computer Interaction, 16(2), 185-210.  
Anne, M., & Grønholdt, L. (2001). Using employee satisfaction measurement to improve 
people management: An adaptation of Kano's quality types. Total Quality 
Management, 12(7-8), 949-957.  
Arman, G., & Aycan, Z. (2013). Host country nationals' attitudes toward expatriates: 
Development of a measure. The International Journal of Human Resource 
Management, 24(15), 2927-2947.  
Arthur, M. B., Hall, D. T., & Lawrence, B. S. (1989). Handbook of career theory. 
Cambridge: Cambridge University Press. 
Arthur, M. B., Khapova, S. N., & Wilderom, C. P. (2005). Career success in a 
boundaryless career world. Journal of Organisational Behaviour, 26(2), 177-202.  
Aryee, S., Chay, Y. W., & Chew, J. (1996). An investigation of the willingness of 
managerial employees to accept an expatriate assignment. Journal of 
Organisational Behaviour, 17(3), 267-283. 
Assimeng, M. (2007). Social structure of Ghana: A study in persistence and change. 
Accra: Ghana Publishing Corporation. 
Atkinson, P. (1990). Creating cultural change. The TQM Magazine, 2(1).  
Auer Antoncic, J., & Antoncic, B. (2011). Employee satisfaction, intrapreneurship and 
firm growth: A model. Industrial Management & Data Systems, 111(4), 589-607.  
Awais Bhatti, M., Mohamed Battour, M., Rageh Ismail, A., & Pandiyan Sundram, V. 
(2014). Effects of personality traits (big five) on expatriates adjustment and job 
performance. Equality, Diversity and Inclusion: An International Journal, 33(1), 
73-96.  
Aycan, Z. (1997). Acculturation of expatriate managers: A process model of adjustment 
and performance. In Z. Aycan (Ed.), New approaches to employee management 
(Expatriate management: Theory and research) (pp. 1-40). Greenwich, CT: JAI. 
Bach, S. (2009). Managing human resources: personnel management in transition. 
Oxford: John Wiley & Sons. 
 
 
201 
  
Bagozzi, R. P., Yi, Y., & Phillips, L. W. (1991). Assessing construct validity in 
organisational research. Administrative Science Quarterly, 36(3), 421-458.  
Ball, D., Geringer, J., McNett, J., & Minor, M. (2013). International business: The 
challenges of global competition. New York: McGraw-Hill/Irwin. 
Baran, B. E., Shanock, L. R., & Miller, L. R. (2012). Advancing organisational support 
theory into the twenty-first century world of work. Journal of Business and 
Psychology, 27(2), 123-147.  
Barnard, A., Schurink, W., & De Beer, M. (2008). A conceptual framework of integrity: 
Empirical research. SA Journal of Industrial Psychology, 34(2), 40-49.  
Bartlett, C. A., & Ghoshal, S. (1999). Managing across borders: The transnational 
solution (Vol. 2). Boston, MA: Harvard Business School Press. 
Baruch, Y. (2004). Managing careers: Theory and practice. Harlow: Prentice-Hall. 
Bauer, T. N., & Green, S. G. (1998). Testing the combined effects of newcomer 
information seeking and manager behaviour on socialisation. Journal of Applied 
Psychology, 83(1), 72.  
Bell, M. P., & Harrison, D. A. (1996). Using intra-national diversity for international 
assignments: A model of bicultural competence and expatriate adjustment. Human 
Resource Management Review, 6(1), 47-74.  
Benson, G. S., & Pattie, M. (2008). Is expatriation good for my career? The impact of 
expatriate assignments on perceived and actual career outcomes. The International 
Journal of Human Resource Management, 19(9), 1636-1653.  
Berenson, M., Levine, D., Krehbiel, T., Stephan, D., O'Brien, M., Jayne, N., & Watson, J. 
(2013). Business statistics: concepts and application. NSW, Australia: Pearson 
Australia. 
Bernard, H. R. (2011). Research methods in anthropology: Qualitative and quantitative 
and qualitative methods. California: Rowman Altamira. 
Berrell, M., & Selmer, J. (2009). Expatriate cross-cultural training for China: Views and 
experience of “China Hands”. Management Research Review, 33(1), 41-53.  
Berry, J. W. (1999). Intercultural relations in plural societies. Canadian 
Psychology/Psychologie Canadienne, 40(1), 12-21. 
Berry, J. W., Poortinga, Y. H., & Pandey, J. (1997). Handbook of cross-cultural 
psychology: Basic processes and human development. Boston: Allyn and Bacon. 
Berthoin Antal, A. (2000). Types of knowledge gained by expatriate managers. Journal of 
 
 
202 
  
General Management, 26(2), 32-51.  
Beugre, C. D., & Offodile, O. F. (2001). Managing for organisational effectiveness in 
sub-Saharan Africa: A culture-fit model. International Journal of Human 
Resource Management, 12(4), 535-550.  
Bhagwati, J. (2007). In defense of globalisation: With a new afterword. Oxford: Oxford 
University Press. 
Bhaskar, R. (2010). Reclaiming reality: A critical introduction to contemporary 
philosophy. London: Routledge. 
Bhaskar-Shrinivas, P., Harrison, D. A., Shaffer, M. A., & Luk, D. M. (2005). Input-based 
and time-based models of international adjustment: Meta-analytic evidence and 
theoretical extensions. Academy of Management Journal, 48(2), 257-281.  
Bhatnagar, J. (2014). Mediator analysis in the management of innovation in Indian 
knowledge workers: the role of perceived supervisor support, psychological 
contract, reward and recognition and turnover intention. The International Journal 
of Human Resource Management, 25(10), 1395-1416.  
Birdseye, M. G., & Hill, J. S. (1995). Individual, organisational/work and environmental 
influences on expatriate turnover tendencies: An empirical study. Journal of 
International Business Studies, 26(4), 787-813.  
Björkman, I., & Schapp, A. (1994). Outsiders in the middle kingdom: Expatriate 
managers in Chinese-Western joint ventures. European Management Journal, 
12(2), 147-153.  
Black, J. S. (1988). Work role transitions: A study of American expatriate managers in 
Japan. Journal of International Business Studies, 19(2), 277-294.  
Black, J. S., & Gregersen, H. B. (1991). Antecedents to cross-cultural adjustment for 
expatriates in Pacific Rim assignments. Human Relations, 44(5), 497-515.  
Black, J. S., & Mendenhall, M. (1990). Cross-cultural training effectiveness: A review 
and a theoretical framework for future research. Academy of Management Review, 
15(1), 113-136.  
Black, J. S., & Mendenhall, M. (1991). The U-curve adjustment hypothesis revisited: A 
review and theoretical framework. Journal of International Business Studies, 
22(2), 225-247.  
Black, J. S., Mendenhall, M., & Oddou, G. (1991). Toward a comprehensive model of 
international adjustment: An integration of multiple theoretical perspectives. 
Academy of Management Review, 16(2), 291-317.  
 
 
203 
  
Black, J. S., & Stephens, G. K. (1989). The influence of the spouse on American 
expatriate adjustment and intent to stay in Pacific Rim overseas assignments. 
Journal of Management, 15(4), 529-544.  
Blau, P. (1964). Exchange and power in social life. London: Transaction Publishers. 
Boddy, C. R. (2014). Corporate psychopaths, conflict, employee affective well-being and 
counterproductive work behaviour. Journal of Business Ethics, 121(1), 107-121.  
Bolino, M. C. (2007). Expatriate assignments and intra-organisational career success: 
Implications for individuals and organisations. Journal of International Business 
Studies, 38(5), 819-835.  
Bonache, J. (2005). Job satisfaction among expatriates, repatriates and domestic 
employees: The perceived impact of international assignments on work-related 
variables. Personnel Review, 34(1), 110-124.  
Bonache, J. (2006). The compensation of expatriates: A review and a future research 
agenda. In G. Stahl & I. Björkman (Eds.), Handbook of Research in International 
Human Resource Management (pp. 158-175). Cheltenham: Edward Elgar 
Publishing. 
Bonache, J., Brewster, C., & Suutari, V. (2001). Expatriation: A developing research 
agenda. Thunderbird International Business Review, 43(1), 3-20.  
Bossard, A. B., & Peterson, R. B. (2005). The repatriate experience as seen by American 
expatriates. Journal of World Business, 40(1), 9-28.  
Bourque, L., & Fielder, E. (2003). How to conduct self-administered and mail surveys 
California: Sage Publications. 
Breiden, O., Mohr, A. T., & Mirza, H. R. (2006). An empirical test of a correspondence 
model of expatriate managers' work adjustment. The International Journal of 
Human Resource Management, 17(11), 1907-1925.  
Brewer, J., & Hunter, A. (1989). Multimethod research: A synthesis of styles. Newbury 
Park, CA: Sage Publications. 
Brewster, C., Bonache, J., Cerdin, J.-L., & Suutari, V. (2014). Exploring expatriate 
outcomes. The International Journal of Human Resource Management, 25(14), 
1921-1937.  
Brewster, C., & Pickard, J. (1994). Evaluating expatriate training. International Studies of 
Management & Organisation, 24(3), 18-35.  
Brief, A. P., & Motowidlo, S. J. (1986). Prosocial organisational behaviours. Academy of 
Management Review, 11(4), 710-725.  
 
 
204 
  
Briscoe, D., Schuler, R., & Claus, L. (2009). International human resource management: 
Policies and practices for multinational enterprises. New York: Routledge. 
Brislin, R. (1979). Orientation programs for cross-cultural preparation. In A. Marsella, G. 
Tharp, & T. Ciborowski (Eds.), Perspectives on cross-cultural psychology (pp. 
304). Olando FL: Academic Press. 
Brookfield. (2012). Global relocation trends 2012 survey report. Retrieved from 
https://espritgloballearning.com/wp-content/uploads/2011/03/2012-Brookfield-
Global-Relocations-Trends-Survey.pdf. 
Brookfield. (2013). Global relocation trends survey report. Retrieved from 
http://www.relocatemagazine.com/news/2316brookfield-global-relocation-trends-
survey-2013-reveals-international-moving-trends. 
Buchanan, D. A. (2008). You stab my back, I'll stab yours: Management experience and 
perceptions of organisation political behaviour. British Journal of Management, 
19(1), 49-64. .  
Cable, D. M., & Parsons, C. K. (2001). Socialisation tactics and person‐organisation fit. 
Personnel Psychology, 54(1), 1-23.  
Caligiuri, P. (1997). Assessing expatriate success: Beyond just being there. In D. 
Saunders & Z. Aycan (Eds.), New approaches to employee management (pp. 117-
140). Greenwich, CT: JAI Press. 
Caligiuri, P., Lepak, D., & Bonache, J. (2010). Managing the global workforce. New 
York: John Wiley & Sons. 
Caligiuri, P., Phillips, J., Lazarova, M., Tarique, I., & Burgi, P. (2001). The theory of met 
expectations applied to expatriate adjustment: The role of cross cultural training. 
International Journal of Human Resource Management, 12(3), 357-372.  
Caligiuri, P. M. (2000). The big five personality characteristics as predictors of 
expatriate's desire to terminate the assignment and supervisor‐rated performance. 
Personnel Psychology, 53(1), 67-88.  
Caligiuri, P. M., & Tung, R. L. (1999). Comparing the success of male and female 
expatriates from a US-based multinational company. International Journal of 
Human Resource Management, 10(5), 763-782. 
Caligiuri, P. M., Joshi, A., & Lazarova, M. (1999). Factors influencing the adjustment of 
women on global assignments. International Journal of Human Resource 
Management, 10(2), 163-179.  
Cantwell, J. (1987). The reorganisation of European industries after integration: selected 
 
 
205 
  
evidence on the role of multinational enterprise activities. JCMS: Journal of 
Common Market Studies, 26(2), 127-151.  
Cantwell, J., & Mudambi, R. (2005). MNE competence‐creating subsidiary mandates. 
Strategic Management Journal, 26(12), 1109-1128.  
Cao, L., Hirschi, A., & Deller, J. (2012). Self-initiated expatriates and their career 
success. Journal of Management Development, 31(2), 159-172.  
Cao, L., Hirschi, A., & Deller, J. (2014). Perceived organisational support and intention to 
stay in host countries among self-initiated expatriates: The role of career 
satisfaction and networks. The International Journal of Human Resource 
Management, 25(14), 2013-2032.  
Carr, S. C., Inkson, K., & Thorn, K. (2005). From global careers to talent flow: 
Reinterpreting ‘brain drain’. Journal of World Business, 40(4), 386-398.  
Cavaye, A. L. (1996). Case study research: a multi‐faceted research approach for IS. 
Information Systems Journal, 6(3), 227-242.  
Chang, H.-B. (1973). Attitudes of Chinese students in the United States. Sociology & 
Social Research, 58(1), 66-77. 
Chang, L. (1994). A psychometric evaluation of 4-point and 6-point Likert-type scales in 
relation to reliability and validity. Applied Psychological Measurement, 18(3), 
205-215.  
Chang, Y.-Y., Gong, Y., & Peng, M. W. (2012). Expatriate knowledge transfer, 
subsidiary absorptive capacity and subsidiary performance. Academy of 
Management Journal, 55(4), 927-948.  
Chapman, M. (1996). Preface: Social anthropology, business studies, and cultural issues. 
International Studies of Management & Organization, 26(4), 3-29.  
Chen, A. S.-y., Wu, I.-h., & Bian, M.-d. (2014). The moderating effects of active and 
agreeable conflict management styles on cultural intelligence and cross-cultural 
adjustment. International Journal of Cross Cultural Management, 14(3), 270-288. 
1470595814525064.  
Chen, C. C., Choi, J., & Chi, S.-C. (2002). Making justice sense of local-expatriate 
compensation disparity: Mitigation by local referents, ideological explanations, 
and interpersonal sensitivity in China-foreign joint ventures. Academy of 
Management Journal, 45(4), 807-817.  
Chen, G., Kirkman, B. L., Kim, K., Farh, C. I., & Tangirala, S. (2010). When does cross-
cultural motivation enhance expatriate effectiveness? A multilevel investigation of 
 
 
206 
  
the moderating roles of subsidiary support and cultural distance. Academy of 
Management Journal, 53(5), 1110-1130.  
Chen, Z. X., Aryee, S., & Lee, C. (2005). Test of a mediation model of perceived 
organisational support. Journal of Vocational Behaviour, 66(3), 457-470.  
Cheng, E. W. (2001). SEM being more effective than multiple regression in parsimonious 
model testing for management development research. Journal of Management 
Development, 20(7), 650-667.  
Chiaburu, D. S., & Harrison, D. A. (2008). Do peers make the place? Conceptual 
synthesis and meta-analysis of coworker effects on perceptions, attitudes, OCBs, 
and performance. Journal of Applied Psychology, 93(5), 1082-1103.  
Chien, M. S., & Lin, C.-C. (2013). Psychological contract framework on the linkage 
between developmental human resource configuration and role behaviour. The 
International Journal of Human Resource Management, 24(1), 1-14.  
Chin, W. (1998a). Issues and opinion on structural equation modelling. MIS Quarterly, 
22(1), 7-16. 
Chin, W. (1998b). The partial least squares approach to structural equation modelling. In 
G. Marcoulides (Ed.), Modern methods for business research (pp. 295-336). 
Mahwah, NJ: Lawrence Erlbaum Associates. 
Churchill, G., Brown, T., & Suter, T. (2010). Basic marketing research Ohio: South-
Western Cengage Learning. 
Churchill, G. A., & Iacobucci, D. (2006). Marketing research: Methodological 
foundations. New York: Dryden Press. 
CIA. (2015). The world fact book 2014-15. Washington DC: Central Intelligence Agency. 
Cohen, E. (1977). Expatriate communities. Current Sociology, 24(3), 5-90.  
Colakoglu, U., Culha, O., & Atay, H. (2010). The effects of perceived organisational 
support on employees’ affective outcomes: Evidence from the hotel industry. 
Tourism and Hospitality Management, 16(2), 125-150.  
Cole, N., & McNulty, Y. (2011). Why do female expatriates “fit-in” better than males? 
An analysis of self-transcendence and socio-cultural adjustment. Cross Cultural 
Management: An International Journal, 18(2), 144-164.  
Cole, N., & Nesbeth, K. (2014). Why do international assignments fail? Expatriate 
families speak. International Studies of Management & Organisation, 44(3), 66-
79.  
Collings, D. G., Scullion, H., & Morley, M. J. (2007). Changing patterns of global 
 
 
207 
  
staffing in the multinational enterprise: Challenges to the conventional expatriate 
assignment and emerging alternatives. Journal of World Business, 42(2), 198-213.  
Cooke, B. (2004). The managing of the (third) world. Organisation, 11(5), 603-629.  
Coomber, B., & Barriball, K. L. (2007). Impact of job satisfaction components on intent 
to leave and turnover for hospital-based nurses: a review of the research literature. 
International Journal of Nursing Studies, 44(2), 297-314.  
Cooper-Thomas, H. D., Van Vianen, A., & Anderson, N. (2004). Changes in person–
organisation fit: The impact of socialisation tactics on perceived and actual P–O 
fit. European Journal of Work and Organizational Psychology, 13(1), 52-78.  
Cote, J. A., & Buckley, M. R. (1987). Estimating trait, method, and error variance: 
Generalising across 70 construct validation studies. Journal of Marketing 
Research, 315-318.  
Coyle‐Shapiro, J., & Kessler, I. (2000). Consequences of the psychological contract for 
the employment relationship: A large scale survey. Journal of Management 
Studies, 37(7), 903-930.  
Coyle-Shapiro, J. A., & Conway, N. (2005). Exchange relationships: examining 
psychological contracts and perceived organisational support. Journal of Applied 
Psychology, 90(4), 774-781.  
Creswell, J. W. (2009). Editorial: Mapping the field of mixed methods research. Journal 
of Mixed Methods Research, 3(2), 95-108.  
Creswell, J. W. (2013). Research design: Qualitative, quantitative and mixed methods 
approach. London: Sage Publications. 
Cresswell, J. W., & Plano Clark, V. (2007). Designing and conducting mixed methods 
research. Thousand Oak: CA: Sage. 
Crotty, M. (1998). The foundations of social research. London: Sage Publications. 
Crowley-Henry, M. (2012). Re-conceptualising the career development of self-initiated 
expatriates: Rivers not ladders. Journal of Management Development, 31(2), 130-
141.  
Culpan, O., & Wright, G. H. (2002). Women abroad: Getting the best results from women 
managers. International Journal of Human Resource Management, 13(5), 784-
801.  
Davidson, W. H. (1984). Administrative orientation and international performance. 
Journal of International Business Studies, 15(2), 11-23.  
Davis, F. J. (1971). The two-way mirror and the U-curve: America as seen by Turkish 
 
 
208 
  
students returned home. Sociology & Social Research, 56(1), 29-43. 
Dawes, J. G. (2008). Do data characteristics change according to the number of scale 
points used? An experiment using 5 point, 7 point and 10 point scales. 
International Journal of Market Research, 51(1).  
De Vaus, D. (2013). Surveys in social research. London: Sage Publications. 
Deetz, S. (1996). Crossroads-describing differences in approaches to organisation 
science: Rethinking Burrell and Morgan and their legacy. Organisation Science, 
7(2), 191-207.  
Denny, S. (2003). Culture and its influence on management: A critique and an empirical 
test. In M. Tayeb (Ed.), International management: Theories and practices. 
London: Pearson Education. 
Denzin, N., & Lincoln, Y. The sage handbook of qualitative research. Los Angeles, USA: 
Sage Publications. 
Deshpande, S. P., & Viswesvaran, C. (1992). Is cross-cultural training of expatriate 
managers effective: A meta analysis. International Journal of Intercultural 
Relations, 16(3), 295-310.  
Diamantopoulos, A. (1994). Modelling with LISREL: A guide for the uninitiated. Journal 
of Marketing Management, 10(1-3), 105-136.  
Diamond, J. (1999). Guns, germs and steel: The fates of human societies. New York: W. 
W. Norton & Company. 
Dickmann, M., & Doherty, N. (2008). Exploring the career capital impact of international 
assignments within distinct organisational contexts. British Journal of 
Management, 19(2), 145-161.  
Dickmann, M., Doherty, N., Mills, T., & Brewster, C. (2008). Why do they go? 
Individual and corporate perspectives on the factors influencing the decision to 
accept an international assignment. The International Journal of Human Resource 
Management, 19(4), 731-751.  
Dickmann, M., & Harris, H. (2005). Developing career capital for global careers: The role 
of international assignments. Journal of World Business, 40(4), 399-408.  
Dillman, D. (2011). Mail and Internet surveys: The tailored design method—2007 update 
with new Internet, visual and mixed-mode guide. New Jersey: John Wiley & Sons. 
Dobson, P. J. (2001). The philosophy of critical realism—an opportunity for information 
systems research. Information Systems Frontiers, 3(2), 199-210.  
Doherty, N., & Dickmann, M. (2008). Capitalising on international career. In M. 
 
 
209 
  
Dickmann, C. Brewster, & P. Sparrow (Eds.), International human resource 
management: A European perspective (pp. 240-260). London: Routledge. 
Doherty, N., Dickmann, M., & Mills, T. (2011). Exploring the motives of company-
backed and self-initiated expatriates. The International Journal of Human 
Resource Management, 22(03), 595-611.  
Dowling, P., Festing, M., & Engle, A. (2008). International human resource 
management. South Melbourne: Thomson Learning. 
Dowling, P., & Welch, D. (2004). International human resource management: Managing 
people in multinational context. London: Thomson Learning. 
Downes, M., Thomas, A. S., & Singley, R. B. (2002). Predicting expatriate job 
satisfaction: The role of firm internationalisation. Career Development 
International, 7(1), 24-36.  
Doz, Y., Santos, J., & Williamson, P. (2001). From global to metanational: How 
companies win in the knowledge economy. Boston: Harvard Business School 
Press. 
Drummond, R. J., & Stoddard, A. (1991). Job satisfaction and work values. Psychological 
Reports, 69(3 suppl), 1116-1118.  
Dulac, T., Coyle-Shapiro, J. A., Henderson, D. J., & Wayne, S. J. (2008). Not all 
responses to breach are the same: The interconnection of social exchange and 
psychological contract processes in organizations. Academy of Management 
Journal, 51(6), 1079-1098.  
Eagly, A., & Chaiken, S. (1993). The psychology of attitudes. Harcourt: Brace Jovanovich 
College Publishers. 
Earley, P., & Ang, S. (2003). Cultural intelligence: Individual interactions across 
cultures. Stanford, CA: Stanford University Press. 
Earley, P. C. (1987). Intercultural training for managers: A comparison of documentary 
and interpersonal methods. Academy of Management Journal, 30(4), 685-698.  
Earley, P. C., & Peterson, R. S. (2004). The elusive cultural chameleon: Cultural 
intelligence as a new approach to intercultural training for the global manager. 
Academy of Management Learning & Education, 3(1), 100-115.  
Easterby-Smith, M., Golden-Biddle, K., & Locke, K. (2008). Working with pluralism 
determining quality in qualitative research. Organisational Research Methods, 
11(3), 419-429.  
Easterby‐Smith, M., Lyles, M. A., & Tsang, E. W. (2008). Inter‐organisational 
 
 
210 
  
knowledge transfer: Current themes and future prospects. Journal of management 
studies, 45(4), 677-690.  
Easterby-Smith, M., Thorpe, R., & Lowe, A. (2002). Management research: An 
introduction. London: Sage Publications. 
Eby, L. T., Butts, M., & Lockwood, A. (2003). Predictors of success in the era of the 
boundaryless career. Journal of Organisational Behaviour, 24(6), 689-708.  
Economist. (2011). The sun shines bright.   Retrieved from 
www.economist.com/node/21541008 
Economist. (2012). Pocket world in figures 2012. Retrieved from 
https://www.allenandunwin.com/browse/books/academic-
professional/reference/Pocket-World-in-Figures-2012-Economist-9781846684739 
Edoho, F. (2001). Management in Africa: The quest for a philosophical framework. In F. 
Edoho (Ed.), Management challenges for Africa in the twenty-first century: 
Theoretical and applied perspectives (pp. 73-90). Westport, CT: Praeger. 
Edström, A., & Galbraith, J. R. (1977). Transfer of managers as a coordination and 
control strategy in multinational organisations. Administrative Science Quarterly, 
248-263.  
Einsenberger, R., Cummings, J., Aemeli, S., & Lynch, P. (1997). Perceived organisational 
support, discretionary treatment and job satisfaction. Journal of Applied 
Psychology, 82(5), 812-820.  
Eisenberg, J., Lee, H.-J., Brück, F., Brenner, B., Claes, M.-T., Mironski, J., & Bell, R. 
(2013). Can business schools make students culturally competent? Effects of 
cross-cultural management courses on cultural intelligence. Academy of 
Management Learning & Education, 12(4), 603-621.  
Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001). 
Reciprocation of perceived organisational support. Journal of Applied Psychology, 
86(1), 42-51.  
Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived 
organisational support. Journal of Applied Psychology, 71(3), 500-507.  
Eisenberger, R., Jones, J., Aselage, J., & Sucharski, I. (2004). Perceived organisational 
support. In J. Coyle-Shapiro, L. Shore, S. Taylor, & L. Tetrick (Eds.), The 
employment relationship: Examining psychological and contextual perspectives 
(pp. 206-225). Oxford: Oxford University Press. 
Eisenberger, R., Rhoades, L., & Cameron, J. (1999). Does pay for performance increase 
 
 
211 
  
or decrease perceived self-determination and intrinsic motivation? Journal of 
Personality and Social Psychology, 77(5), 1026 -1040. 
Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., & Rhoades, L. 
(2002). Perceived supervisor support: contributions to perceived organisational 
support and employee retention. Journal of Applied Psychology, 87(3), 565-573.  
Enders, C. K. (2001). A primer on maximum likelihood algorithms available for use with 
missing data. Structural Equation Modelling, 8(1), 128-141.  
Eschleman, K. J., Bowling, N. A., Michel, J. S., & Burns, G. N. (2014). Perceived intent 
of supervisor as a moderator of the relationships between abusive supervision and 
counterproductive work behaviours. Work & Stress, 28(4), 362-375.  
Fang, T. (2003). A critique of Hofstede’s fifth national culture dimension. International 
Journal of Cross Cultural Management, 3(3), 347-368.  
Fang, Y., Jiang, G. L. F., Makino, S., & Beamish, P. W. (2010). Multinational firm 
knowledge, use of expatriates and foreign subsidiary performance. Journal of 
Management Studies, 47(1), 27-54.  
Farh, C. I., Bartol, K. M., Shapiro, D. L., & Shin, J. (2010). Networking abroad: A 
process model of how expatriates form support ties to facilitate adjustment. 
Academy of Management Review, 35(3), 434-454.  
Farzaneh, J., Dehghanpour Farashah, A., & Kazemi, M. (2014). The impact of person-job 
fit and person-organisation fit on OCB: The mediating and moderating effects of 
organisational commitment and psychological empowerment. Personnel Review, 
43(5), 672-691.  
Fasolo, P. (1995). Procedural justice and perceived organisational support: Hypothesised 
effects on job performance. In R. Cropanzano & K. Kacmar (Eds.), 
Organisational politics, justice and support: Managing social climate at work (pp. 
185-195). Westport, CT: Quorum Press. 
Fazio, R. (1995). Attitudes as object-evaluation associations: Determinants, consequences 
and correlates of attitude accessibility In R. Petty & J. Krosnick (Eds.), Attitude 
strength: Antecedents and consequences (pp. 247-285). Mahwah, NJ: Lawrence 
Erlbaum. 
FDiIntelligence. (2015). The Africa investment report. Retrieved from 
http://forms.fdiintelligence.com/africainvestmentreport/files/The_Africa_Investme
nt_Report_2015.pdf.  
Feldman, D. C., & Bolino, M. C. (1999). The impact of on-site mentoring on expatriate 
 
 
212 
  
socialisation: A structural equation modelling approach. International Journal of 
Human Resource Management, 10(1), 54-71.  
Feldman, D. C., & Tompson, H. B. (1993). Expatriation, repatriation, and domestic 
geographical relocation: An empirical investigation of adjustment to new job 
assignments. Journal of International Business Studies, 24(3), 507-529.  
Fink, A. (2009). How to conduct surveys: A step-by-step guide. Los Angeles: Sage 
Publications. 
Finn, R. (1972). Effects of some variations in rating scale characteristics on the means 
and reliabilities of ratings. Educational and Psychological Measurement.  
Firth, B. M., Chen, G., Kirkman, B. L., & Kim, K. (2014). Newcomers abroad: Expatriate 
adaptation during early phases of international assignments. Academy of 
Management Journal, 57(1), 280-300.  
Fisher, C. D. (1985). Social support and adjustment to work: A longitudinal study. 
Journal of Management, 11(3), 39-53.  
Flick, U. (2014). An introduction to quantitative research. UK: Sage Publications. 
Florkowski, G. W., & Fogel, D. S. (1999). Expatriate adjustment and commitment: The 
role of host-unit treatment. International Journal of Human Resource 
Management, 10(5), 783-807.  
Flynn, G. (1995). Expatriate success is no longer just a question of job skills. Personnel 
Journal, 74(6), 29-34.  
Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with 
unobservable variables and measurement error. Journal of Marketing Research, 
18(1), 39-50.  
Foss, N. J., & Pedersen, T. (2002). Transferring knowledge in MNCs: The role of sources 
of subsidiary knowledge and organisational context. Journal of International 
Management, 8(1), 49-67.  
Frazee, V. (1998). Keeping your expatriates happy. Global Workforce, 6, 18-23. 
Froese, F. J. (2010). Acculturation experiences in Korea and Japan. Culture & 
Psychology, 16(3), 333-348.  
Froese, F. J. (2012). Motivation and adjustment of self-initiated expatriates: the case of 
expatriate academics in South Korea. The International Journal of Human 
Resource Management, 23(6), 1095-1112.  
Froese, F. J., & Peltokorpi, V. (2011). Cultural distance and expatriate job satisfaction. 
 
 
213 
  
International Journal of Intercultural Relations, 35(1), 49-60.  
Froese, F. J., & Peltokorpi, V. (2013). Organisational expatriates and self-initiated 
expatriates: Differences in cross-cultural adjustment and job satisfaction. The 
International Journal of Human Resource Management, 24(10), 1953-1967.  
Froese, F. J., Peltokorpi, V., & Ko, K. A. (2012). The influence of intercultural 
communication on cross-cultural adjustment and work attitudes: Foreign workers 
in South Korea. International Journal of Intercultural Relations, 36(3), 331-342.  
Frone, M. R. (2000). Interpersonal conflict at work and psychological outcomes: Testing 
a model among young workers. Journal of Occupational Health Psychology, 5(2), 
246-255. 
Frost, T. S. (2001). The geographic sources of foreign subsidiaries' innovations. Strategic 
Management Journal, 22(2), 101-123.  
Gannon, M., & Pillai, R. (2013). Understanding global cultures: Metaphoric journeys 
through 31 nations, cluster of nations, continents and diversity. New Delhi: Sage 
Publications. 
Garver, M. S., & Williams, Z. (2009). Examining model of understanding customer value 
and satisfaction data. The Marketing Management Journal, 19(1), 113-132.  
Geertz, C. (1993). The interpretation of cultures London: Fontana Press. 
Gefen, D., Straub, D., & Boudreau, M.-C. (2000). Structural equation modelling and 
regression: Guidelines for research practice. Communications of the Association 
for Information Systems, 4(1), 7.  
George, J. M., Reed, T. F., Ballard, K. A., Colin, J., & Fielding, J. (1993). Contact with 
AIDS patients as a source of work-related distress: Effects of organisational and 
social support. Academy of Management Journal, 36(1), 157-171.  
Gertsen, M. C. (1990). Intercultural competence and expatriates. The International 
Journal of Human Resource Management, 1(3), 341-362.  
Ghana Statistical Service. (2012). 2010 Population & housing census: Summary report of 
final result.   Retrieved from 
https://www.coursehero.com/file/10149943/Census2010-Summary-report-of-
final-results. 
Ghoshal, S. (1987). Global strategy: An organising framework. Strategic Management 
Journal, 8(5), 425-440.  
Gill, J., & Johnson, P. (2010). Research methods for managers. London: Sage 
Publications. 
 
 
214 
  
Gilliland, A., & McKemmish, S. (2004). Building an infrastructure for archival research. 
Archival Science, 4(3-4), 149-197.  
Gliem, R. R., & Gliem, J. A. (2003). Calculating, interpreting, and reporting Cronbach’s 
alpha reliability coefficient for Likert-type scales. Midwest Research-to-Practice 
Conference in Adult, Continuing, and Community Education. 
Gneezy, U., & Rustichini, A. (2000). Pay enough or don't pay at all. Quarterly Journal of 
Economics, 791-810.  
Godambe, V. (1982). Estimation in survey sampling: robustness and optimality. Journal 
of the American Statistical Association, 77(378), 393-403.  
Goerzen, A., & Beamish, P. W. (2003). Geographic scope and multinational enterprise 
performance. Strategic Management Journal, 24(13), 1289-1306.  
Goerzen, A., & Beamish, P. W. (2007). The Penrose effect: “Excess” expatriates in 
multinational enterprises. Management International Review, 47(2), 221-239.  
Gouldner, A. W. (1960). The norm of reciprocity: A preliminary statement. American 
Sociological Review, 25(2), 161-178.  
Grant, R. M. (1996). Prospering in dynamically-competitive environments: 
Organisational capability as knowledge integration. Organisation Science, 7(4), 
375-387.  
Grant-Vallone, E. J., & Ensher, E. A. (2001). An examination of work and personal life 
conflict, organisational support, and employee health among international 
expatriates. International Journal of Intercultural Relations, 25(3), 261-278.  
Greenberg, J. (1990). Organisational justice: Yesterday, today, and tomorrow. Journal of 
Management, 16(2), 399-432.  
Gregersen, H. B., & Black, J. S. (1990). A multifaceted approach to expatriate retention 
in international assignments. Group & Organisation Management, 15(4), 461-
485.  
Gregersen, H. B., & Black, J. S. (1992). Antecedents to commitment to a parent company 
and a foreign operation. Academy of Management Journal, 35(1), 65-90.  
Gregersen, H. B., Morrison, A. J., & Black, J. S. (1998). Developing leaders for the 
global frontier. MIT Sloan Management Review, 40(1), 21.  
Grove, C. L., & Torbiörn, I. (1985). A new conceptualisation of intercultural adjustment 
and the goals of training. International Journal of Intercultural Relations, 9(2), 
205-233.  
 
 
215 
  
Groves, R., FowlerJr, F.J, Couper, M., Lepkowski, J., Singer, E., & Tourangeau, R. 
(2013). Survey methodology. John Wiley & Sons. 
Gudykunst, W., Guzley, R., & Hammer, R. (1996). Designing intercultural training. In D. 
Landis & R. Bahgat (Eds.), Handbook of intercultural training. Thousand Oaks, 
CA: Sage Publications. 
Gunlu, E., Aksarayli, M., & Sahin Perçin, N. (2010). Job satisfaction and organisational 
commitment of hotel managers in Turkey. International Journal of Contemporary 
Hospitality Management, 22(5), 693-717.  
Gupta, A., Govindarajan, V., & Wang, H. (2008). The quest for global dominance (2 ed.). 
San Francisco: Jossey-Bass. 
Gupta, A. K., & Govindarajan, V. (1991). Knowledge flows and the structure of control 
within multinational corporations. Academy of Management Review, 16(4), 768-
792.  
Guzzo, R. A., Noonan, K. A., & Elron, E. (1994). Expatriate managers and the 
psychological contract. Journal of Applied Psychology, 79(4), 617.  
Haenlein, M., & Kaplan, A. M. (2004). A beginner's guide to partial least squares 
analysis. Understanding Statistics, 3(4), 283-297.  
Hailey, J. (1996). The expatriate myth: Cross‐cultural perceptions of expatriate managers. 
The International Executive, 38(2), 255-271.  
Hair, J., Bush, R., & Ortinau, D. (2000). Marketing research: A practical approach for 
the new millennium. Sydney, Australia: Irwin McGraw-Hill. 
Hair, J. F., Hult, G.T.M., Ringle, C.M., & Sarstedt, M. (2013). A Primer on Partial Least 
Squares Structural Equation Modelling. Sage, Thousand Oaks.  
Hair, J., William, C., Barry, J., & Rolph, E. (2007). Multivariate data analysis. 
Englewood Cliffs, NJ: Prentice Hall. 
Hall, E. (1959). The silent language New York, NY: Doubleday. 
Hall, E. T. (1933). The dance of life. New York: Anchor/Doubleday. 
Hamori, M., & Koyuncu, B. (2011). Career advancement in large organisations in Europe 
and the United States: Do international assignments add value? The International 
Journal of Human Resource Management, 22(04), 843-862.  
Hampden-Turner, C. & Trompenaars, F. (1993). The seven cultures of capitalism. New 
York: Doubleday. 
Hamza, A. (2010). International experience an opportunity for professional development 
 
 
216 
  
in higher education. Journal of Studies in International Education, 14(1), 50-69.  
Hancock, G. R., & Klockars, A. J. (1991). The effect of scale manipulations on validity: 
Targeting frequency rating scales for anticipated performance levels. Applied 
Ergonomics, 22(3), 147-154.  
Hanson, W. E., Creswell, J. W., Clark, V. L. P., Petska, K. S., & Creswell, J. D. (2005). 
Mixed methods research designs in counselling psychology. Journal of 
Counselling Psychology, 52(2), 224.  
Harris, C. (2015). The effects of pay-to-quit incentives on crowdworker task quality. the 
18th ACM Conference on Computer Supported Cooperative Work & Social 
Computing (pp. 1801-1812). Vancouver, Canada: ACM. 
Harris, H. (1995). Women's role in international management. In A. Harzing & J. V. 
Ruysseveldt (Eds.), International human resource management (pp. 229-251). 
London: Sage Publications. 
Harris, H., & Brewster, C. (1999). An integrative framework for pre-departure 
preparation. In C. Brewster & H. Harris (Eds.), International human resource 
management: Contemporary issues in Europe (pp. 223-240). London: Routledge. 
Harrison, D. A., Shaffer, M. A., & Bhaskar-Shrinivas, P. (2004). Going places: Roads 
more and less travelled in research on expatriate experiences. Research in 
Personnel and Human Resources Management, 23, 199-248.  
Harry, W. (2003). Expatriates. In M. Tayeb (Ed.), International management: Theories 
and practices. London: Pearson Education. 
Hartog, D. N., & Verburg, R. M. (2004). High performance work systems, organisational 
culture and firm effectiveness. Human Resource Management Journal, 14(1), 55-
78.  
Harvey, M. G., Novicevic, M. M., & Speier, C. (2000). An innovative global 
management staffing system: A competency‐based perspective. Human Resource 
Management, 39(4), 381-394.  
Harzing, A., & Van Ruysseveldt, J. (2004). International human resource management. 
London: Sage Publications. 
Harzing, A.-W. (2000). An empirical analysis and extension of the Bartlett and Ghoshal 
typology of multinational companies. Journal of International Business Studies, 
31(1), 101-120.  
Harzing, A.-W. (2002). Of bears, bumble-bees, and spiders: The role of expatriates in 
controlling foreign subsidiaries. Journal of World Business, 36(4), 366-379.  
 
 
217 
  
Harzing, A.-W. (2005). Does the use of English-language questionnaires in cross-national 
research obscure national differences? International Journal of Cross Cultural 
Management, 5(2), 213-224.  
Harzing, A. W. (2009). International assignment: International human resource 
management. London: Sage Publications. 
Harzing, A. W., Pudelko, M., & Reiche, B. (2015). The bridging role of expatriates and 
inpatriates in knowledge transfer in multinational corporations. Human Resource 
Management.  
Harzing, A.-W., & Christensen, C. (2004). Expatriate failure: time to abandon the 
concept? Career Development International, 9(7), 616-626.  
Harzing, A.-W. K. (1995). The persistent myth of high expatriate failure rates. 
International Journal of Human Resource Management, 6(2), 457-474.  
Hawley, K. (1999). The expatriate departure planning period. Management Today, 15(3), 
34-35.  
Hawley, K. (2009). Developing your global workforce: Expatriate management in 
Africa—Not so easy; no room for complacency. HRM Magazine.  
Hayes, A. F (2009). Beyond Baron and Kenny:  Statistical Mediation Analysis in the New 
Millennium. Communication Monographs, 76(4), 408‐420.  
Hayes, A. F., Preacher, K. J., & Myers, T. A. (2011). Mediation and the estimation of 
indirect effects in political communication research.  In E. P. Bucy & R. Lance 
Holbert (Eds), Sourcebook for political communication research: Methods, 
measures, and analytical techniques. (p. 434-465). New York: Routledge. 
Healy, M., & Perry, C. (2000). Comprehensive criteria to judge validity and reliability of 
qualitative research within the realism paradigm. Qualitative Market Research: An 
International Journal, 3(3), 118-126.  
Hechanova, R., Beehr, T. A., & Christiansen, N. D. (2003). Antecedents and 
consequences of employees’ adjustment to overseas assignment: A meta‐analytic 
review. Applied Psychology, 52(2), 213-236.  
Heeler, R. M., & Ray, M. L. (1972). Measure validation in marketing. Journal of 
Marketing Research, 361-370.  
Heenan, D., & Perlmutter, H. (1979). Multinational organisation development. Boston: 
Addison-Wesley. 
Hemmasi, M., Downes, M., & Varner, I. I. (2010). An empirically-derived 
 
 
218 
  
multidimensional measure of expatriate success: reconciling the discord. The 
International Journal of Human Resource Management, 21(7), 982-998.  
Henderson, D. J., Wayne, S. J., Shore, L. M., Bommer, W. H., & Tetrick, L. E. (2008). 
Leader--member exchange, differentiation, and psychological contract fulfilment: 
A multilevel examination. Journal of Applied Psychology, 93(6), 1208-1219. 
Hendry, C. (1994). Human resource strategies for international growth. London: 
Routledge. 
Hennart, J. F., & Reddy, S. (1997). The choice between mergers/acquisitions and joint 
ventures: The case of Japanese investors in the United States. Strategic 
Management Journal, 18(1), 1-12.  
Heppner, W. L., Kernis, M., Lakey, C. E., Campbell, W., Goldman, B., Davis, P., & 
Cascio, E. (2008). Mindfulness as a means of reducing aggressive behavior: 
Dispositional and situational evidence. Aggressive behavior, 34(5), 486-496. 
Hershcovis, M. S., & Barling, J. (2010). Towards a multi‐foci approach to workplace 
aggression: A meta‐analytic review of outcomes from different perpetrators. 
Journal of Organisational Behaviour, 31(1), 24-44.  
Heyman, J., & Ariely, D. (2004). Effort for payment a tale of two markets. Psychological 
Science, 15(11), 787-793.  
Hickson, D., & Pugh, D. (1995). Management wide world: The impact of societal culture 
on organisations around the globe. London: Penguin. 
Hill, C. (2013). International business: Competing in the global marketplace. New York, 
NY: McGraw-Hill/Irwin. 
Hippler, T., Caligiuri, P., & Johnson, J. (2014). Revisiting the construct of expatriate 
adjustment: Implications for theory and measurement. International Studies of 
Management & Organisation, 44(3), 8-24.  
Hodgetts, R., Luthans, F., & Doh, J. (2006). International management: Culture, strategy 
and behaviour. New York, NY McGraw-Hill/Irwin. 
Hofstede, G. (1980). Culture's consequences: International differences in work-related 
values. Beverly Hills, CA: Sage Publications. 
Hofstede, G. (1984). Culture's consequences: International differences in work-related 
values Beverly Hills, CA: Sage Publications. 
Hofstede, G. (1991). Culture and organisations: Software of the mind New York: 
McGraw-Hill. 
Hofstede, G. (1993). Cultural constraints in management theories. The Academy of 
 
 
219 
  
Management Executive, 7(1), 81-94.  
Hofstede, G. (2001). Culture's consequences: Comparing values, behaviours, institutions 
and organisations across nations. Thousand Oaks, CA: Sage Publications. 
Hofstede, G. (2002). Dimensions do not exist: A reply to Brendan McSweeney. Human 
Relations, 55(11), 1355-1361.  
Hofstede, G., & Hofstede, G. (2005). Cultures and organisations: Software of the mind. 
New York: McGraw-Hill. 
Hofstede, G., Hofstede, J., & Minkov, M. (2010). Culture and organisations: Software of 
the mind (3 ed.). New York: McGraw-Hill. 
Hofstede, G., & Peterson, M. (2000). National values and organisational practices. In N. 
Ashkanasy, C. Wilderom, & M. Peterson (Eds.), Handbook of organisational 
culture and climate (pp. 401-416). London: Sage Publications. 
Holm, U., & Pedersen, T. (2000). The emergence and impact of MNC centres of 
excellence: A subsidiary perspective. Basingstoke: MacMillan. 
Horwitz, F. M. (2012). Evolving human resource management in Southern African 
multinational firms: Towards an Afro-Asian nexus. The International Journal of 
Human Resource Management, 23(14), 2938-2958.  
Hoshmand, L. T. (2003). Can lessons of history and logical analysis ensure progress in 
psychological science? Theory & Psychology, 13(1), 39-44.  
Howe-Walsh, L., & Schyns, B. (2010). Self-initiated expatriation: Implications for HRM. 
The International Journal of Human Resource Management, 21(2), 260-273.  
Hu, L. t., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure 
analysis: Conventional criteria versus new alternatives. Structural Equation 
Modelling: A Multidisciplinary Journal, 6(1), 1-55.  
Huang, T.-J., Chi, S.-C., & Lawler, J. J. (2005). The relationship between expatriates' 
personality traits and their adjustment to international assignments. The 
International Journal of Human Resource Management, 16(9), 1656-1670.  
Huff, K. C. (2013). Language, cultural intelligence and expatriate success. Management 
Research Review, 36(6), 596-612.  
Huff, K. C., Song, P., & Gresch, E. B. (2014). Cultural intelligence, personality, and 
cross-cultural adjustment: A study of expatriates in Japan. International Journal of 
Intercultural Relations, 38, 151-157.  
Hui, C., Lee, C., & Rousseau, D. M. (2004). Psychological contract and organizational 
citizenship behaviour in China: investigating generalizability and instrumentality. 
 
 
220 
  
Journal of Applied Psychology, 89(2), 311-321. 
Inkson, K., & Myers, B. A. (2003). “The big OE”: self-directed travel and career 
development. Career Development International, 8(4), 170-181.  
Ioannou, L. (1995). Unnatural selection. International Business, 8(7), 53-57.  
Jackson, S., Hitt, M., & DeNesi, A. (2003). Managing knowledge for sustained 
competitive advantage: Designing strategies for effective human resource 
management. San Francisco: Jossey-Bass. 
Jackson, T., Amaeshi, K., & Yavuz, S. (2008). Understanding African indigenous 
management: Multiple influences on the success of SMEs in Kenya. Journal of 
World Business, 43(4), 400-416. 
Jacoby, J. (1978). Consumer research: A state of the art review. The Journal of 
Marketing, 42, 87-96.  
Jennings, G. (2001). Tourism research. Australia: John Wiley & Sons. 
Jogulu, U. D., & Pansiri, J. (2011). Mixed methods: A research design for management 
doctoral dissertations. Management Research Review, 34(6), 687-701.  
Johanson, J., & Vahlne, J.-E. (1977). The internationalisation process of the firm—a 
model of knowledge development and increasing foreign market commitments. 
Journal of International Business Studies, 8(1), 23-32.  
Johnson, R., & Turner, L. (2003). Data collection strategies in mixed methods research. 
In A. Tashakkori & C. Teddlie (Eds.), Handbook of mixed methods in social 
behavioural research (pp. 297-319). Thousand Oaks, CA: Sage Publications. 
Johnson, R. B., & Onwuegbuzie, A. J. (2004). Mixed methods research: A research 
paradigm whose time has come. Educational Researcher, 33(7), 14-26.  
Johnson, R. B., Onwuegbuzie, A. J., & Turner, L. A. (2007). Toward a definition of 
mixed methods research. Journal of Mixed Methods Research, 1(2), 112-133.  
Jokinen, T., Brewster, C., & Suutari, V. (2008). Career capital during international work 
experiences: Contrasting self-initiated expatriate experiences and assigned 
expatriation. The International Journal of Human Resource Management, 19(6), 
979-998.  
Jun, S., Gentry, J. W., & Hyun, Y. J. (2001). Cultural adaptation of business expatriates in 
the host marketplace. Journal of International Business Studies, 32(2), 369-377.  
Kammeyer-Mueller, J., Wanberg, C., Rubenstein, A., & Song, Z. (2013). Support, 
undermining, and newcomer socialization: Fitting in during the first 90 days. 
Academy of Management Journal, 56(4), 1104-1124.  
 
 
221 
  
Kamoche, K. (1996). Strategic human resource management within a resource‐capability 
view of the firm. Journal of Management studies, 33(2), 213-233.  
Kamoche, K., Chizema, A., Mellahi, K., & Newenham-Kahindi, A. (2012). New 
directions in the management of human resources in Africa. The International 
Journal of Human Resource Management, 23(14), 2825-2834.  
Kamoche, K., & Harvey, M. (2006). Knowledge diffusion in the African context: An 
institutional theory perspective. Thunderbird International Business Review, 
48(2), 157-181.  
Kang, H., & Shen, J. (2014). International human resource management policies and 
practices of South Korean MNEs: a review of the literature. Asia Pacific Business 
Review, 20(1), 42-58.  
Kanuk, L., & Berenson, C. (1975). Mail surveys and response rates: A literature review. 
Journal of Marketing Research, 12(4), 440-453.  
Karriker, J. H., & Williams, M. L. (2007). Organisational justice and organisational 
citizenship behaviour: A mediated multifoci model. Journal of Management, 
35(1), 112-135. 
Kawai, N., & Strange, R. (2014). Perceived organisational support and expatriate 
performance: Understanding a mediated model. The International Journal of 
Human Resource Management, 25(17), 2438-2462.  
Kelemen, M., & Rumens, N. (2008). An introduction to critical management research. 
London: Sage Publications. 
Khan, A. H., Nawaz, M. M., Aleem, M., & Hamed, W. (2012). Impact of job satisfaction 
on employee performance: An empirical study of autonomous Medical Institutions 
of Pakistan. African Journal of Business Management, 6(7), 2697-2705.  
Kim, K., & Slocum, J. W. (2008). Individual differences and expatriate assignment 
effectiveness: The case of US-based Korean expatriates. Journal of World 
Business, 43(1), 109-126.  
Kim, W. G., Leong, J. K., & Lee, Y.-K. (2005). Effect of service orientation on job 
satisfaction, organisational commitment and intention of leaving in a casual dining 
chain restaurant. International Journal of Hospitality Management, 24(2), 171-
193.  
Kim, Y. J., & Van Dyne, L. (2012). Cultural intelligence and international leadership 
potential: The importance of contact for members of the majority. Applied 
Psychology, 61(2), 272-294.  
 
 
222 
  
Ko, J., & Hur, S. (2014). The impacts of employee benefits, procedural justice, and 
managerial trustworthiness on work attitudes: Integrated understanding based on 
social exchange theory. Public Administration Review, 74(2), 176-187.  
Kogut, B., & Singh, H. (1988). The effect of national culture on the choice of entry mode. 
Journal of International Business Studies, 19(3), 411-432.  
Kogut, B., & Zander, U. (1993). Knowledge of the firm and the evolutionary theory of the 
multinational corporation. Journal of International Business Studies, 24(4), 625-
645.  
Kohonen, E. (2005). Developing global leaders through international assignments: An 
identity construction perspective. Personnel Review, 34(1), 22-36.  
Konopaske, R., & Werner, S. (2005). US managers' willingness to accept a global 
assignment: do expatriate benefits and assignment length make a difference? The 
International Journal of Human Resource Management, 16(7), 1159-1175.  
Koo Moon, H., Kwon Choi, B., & Shik Jung, J. (2012). Previous international experience, 
cross‐cultural training, and expatriates' cross‐cultural adjustment: Effects of 
cultural intelligence and goal orientation. Human Resource Development 
Quarterly, 23(3), 285-330.  
Kottke, J. L., & Sharafinski, C. E. (1988). Measuring perceived supervisory and 
organisational support. Educational and Psychological Measurement, 48(4), 
1075-1079.  
Koveshnikov, A., Wechtler, H., & Dejoux, C. (2014). Cross-cultural adjustment of 
expatriates: The role of emotional intelligence and gender. Journal of World 
Business, 49(3), 362-371.  
Kraimer, M. L., Shaffer, M. A., & Bolino, M. C. (2009). The influence of expatriate and 
repatriate experiences on career advancement and repatriate retention. Human 
Resource Management, 48(1), 27-47.  
Kraimer, M. L., Shaffer, M. A., Harrison, D. A., & Ren, H. (2012). No place like home? 
An identity strain perspective on repatriate turnover. Academy of Management 
Journal, 55(2), 399-420.  
Kraimer, M. L., & Wayne, S. J. (2004). An examination of perceived organisational 
support as a multidimensional construct in the context of an expatriate assignment. 
Journal of Management, 30(2), 209-237.  
Kraimer, M. L., Wayne, S. J., & Jaworski, R. A. A. (2001). Sources of support and 
expatriate performance: The mediating role of expatriate adjustment. Personnel 
 
 
223 
  
Psychology, 54(1), 71-99.  
Krauss, S. E. (2005). Research paradigms and meaning making: A primer. The 
Qualitative Report, 10(4), 758-770.  
Kreitner, R., & Kinicki, A. (1992). Organisational behaviour.  Boston, MA: Irwin. 
Kuhn, T. (1996). The structure of scientific revolutions. Chicago: University of Chicago 
Press. 
Kumarika Perera, H., Yin Teng Chew, E., & Nielsen, I. (2016). A psychological contract 
perspective of expatriate failure. Human Resource Management.  
Landis, D., Bennett, J., & Bennett, M. (2004). Handbook of intercultural training. 
Thousand Oaks, CA: Sage Publications. 
Lapalme, M.-È., Tremblay, M., & Simard, G. (2009). The relationship between career 
plateauing, employee commitment and psychological distress: The role of 
organisational and supervisor support. The International Journal of Human 
Resource Management, 20(5), 1132-1145.  
Lazarova, M., & Caligiuri, P. (2002). Retaining repatriates: The role of organisational 
support practices. Journal of World Business, 36(4), 389-401.  
Lazarova, M., & Tarique, I. (2005). Knowledge transfer upon repatriation. Journal of 
World Business, 40(4), 361-373.  
Lazarova, M. B., & Cerdin, J.-L. (2007). Revisiting repatriation concerns: Organisational 
support versus career and contextual influences. Journal of International Business 
Studies, 38(3), 404-429.  
Lei, P. W., & Wu, Q. (2007). Introduction to structural equation modelling: Issues and 
practical considerations. Educational Measurement: Issues and Practice, 26(3), 
33-43.  
Lenartowicz, T., & Roth, K. (1999). A framework for culture assessment. Journal of 
International Business Studies, 30(4), 781-798.  
Leonardelli, G. J., & Toh, S. M. (2011). Perceiving expatriate coworkers as foreigners 
encourages aid social categorization and procedural justice together improve 
intergroup cooperation and dual identity. Psychological Science, 22(1), 110-117.  
Leveson, L., Joiner, T. A., & Bakalis, S. (2009). Managing cultural diversity and 
perceived organisational support: Evidence from Australia. International Journal 
of Manpower, 30(4), 377-392.  
Levinson, H. (1965). Reciprocation: The relationship between man and organisation. 
Administrative Science Quarterly, 370-390.  
 
 
224 
  
Levy, J. (1995). Intercultural training design In S. Fowler & M. Mumford (Eds.), 
Methods, intercultural sourcebook: Cross-cultural training. Yarmouth: 
Intercultural Press. 
Lévy-Garboua, L., & Montmarquette, C. (2004). Reported job satisfaction: what does it 
mean? The Journal of Socio-Economics, 33(2), 135-151.  
Lewis, J. L., & Sheppard, S. R. (2006). Culture and communication: Can landscape 
visualization improve forest management consultation with indigenous 
communities? Landscape and Urban Planning, 77(3), 291-313.  
Li, S., Long, C., Liu, F., Lee, S., Guo, Q., Li, R., & Liu, Y. (2006). Herbs for medicinal 
baths among the traditional Yao communities of China. Journal of 
Ethnopharmacology, 108(1), 59-67.  
Lievens, F., Harris, M. M., Van Keer, E., & Bisqueret, C. (2003). Predicting cross-
cultural training performance: The validity of personality, cognitive ability, and 
dimensions measured by an assessment centre and a behaviour description 
interview. Journal of Applied Psychology, 88(3), 476-489.  
Lilly, J. (2015). The impact of justice type on organisational citizenship behaviour: Do 
outcome favourability and leader behaviour matter? Current Psychology, 34(1), 
26-49.  
Lin, C. Y.-Y., Lu, T.-C., & Lin, H.-W. (2012). A different perspective of expatriate 
management. Human Resource Management Review, 22(3), 189-207.  
Lincoln, J. R., & Kalleberg, A. L. (1990). Culture, control and commitment: A study of 
work organisation and work attitudes in the United States and Japan. Cambridge: 
Cambridge University Press. 
Liu, C.-H., & Lee, H.-W. (2008). A proposed model of expatriates in multinational 
corporations. Cross Cultural Management: An International Journal, 15(2), 176-
193.  
Liu, X., & Shaffer, M. A. (2005). An investigation of expatriate adjustment and 
performance a social capital perspective. International Journal of Cross Cultural 
Management, 5(3), 235-254.  
Locke, E. (1976). The nature and causes of job satisfaction. In M. Dunnette (Ed.), 
Handbook of industrial and organisational behaviour (pp. 1297-1343). Chicago: 
Rand McNally. 
Locke, E. A. (1968). Toward a theory of task motivation and incentives. Organisational 
Behaviour and Human Performance, 3(2), 157-189.  
 
 
225 
  
Loken, B., Pirie, P., Virnig, K., Hinkle, R. L., & Salmon, C. T. (1987). The use of 0-10 
scales in telephone surveys. Journal of the Market Research Society, 29(3), 353-
362.  
Louis, M. R., Posner, B. Z., & Powell, G. N. (1983). The availability and helpfulness of 
socialisation practices. Personnel Psychology, 36(4), 857-866.  
Lovvorn, A. S., & Chen, J.-S. (2011). Developing a global mindset: The relationship 
between an international assignment and cultural intelligence. International 
Journal of Business and Social Science, 2(9), 275-283. 
Lowry, D. S., Simon, A., & Kimberley, N. (2002). Toward improved employment 
relations practices of casual employees in the New South Wales registered clubs 
industry. Human Resource Development Quarterly, 13(1), 53-70.  
Luthans, F. (1992). Organisational Behaviour. New York, NY: McGraw-Hill. 
Lysgaand, S. (1955). Adjustment in a foreign society: Norwegian Fulbright grantees 
visiting the United States. International Social Science Bulletin, 7, 45-51.  
Mahajan, A., & De Silva, S. R. (2012). Unmet role expectations of expatriates, host-
country national support and expatriate adjustment. International Journal of Cross 
Cultural Management, 12(3), 349-360.1470595812440153.  
Mahajan, A., & Toh, S. M. (2014). Facilitating expatriate adjustment: The role of advice-
seeking from host country nationals. Journal of World Business, 49(4), 476-487.  
Mäkelä, L., Suutari, V., Brewster, C., Dickmann, M., & Tornikoski, C. (2016). The 
impact of career capital on expatriates' perceived marketability. Thunderbird 
International Business Review, 58(1), 29-40.  
Malek, M. A., & Budhwar, P. (2013). Cultural intelligence as a predictor of expatriate 
adjustment and performance in Malaysia. Journal of World Business, 48(2), 222-
231.  
Malhotra, N., Hall, J., Shaw, M., & Oppenheim, P. (2002). Marketing research: An 
applied orientation (2 ed.). Australia: Prentice Hall, Pearson Education. 
Manstead, A. (1996). Attitudes and behaviour. In G. Semin & K. Fiedler (Eds.), Applied 
Social Psychology (pp. 3-29). London: Sage Publications. 
Mariappanadar, S. (2005). An emic approach to understand culturally indigenous and 
alien human resource management practices in global companies. Research and 
Practice in Human Resource Management, 13(2), 31-458.  
Mathieu, J. E., & Zajac, D. M. (1990). A review and meta-analysis of the antecedents, 
correlates and consequences of organisational commitment. Psychological 
 
 
226 
  
Bulletin, 108(2), 171-194.  
Maurer, S. D., & Li, S. (2006). Understanding expatriate manager performance: Effects of 
governance environments on work relationships in relation-based economies. 
Human Resource Management Review, 16(1), 29-46. 
Mayrhofer, W., & Brewster, C. (1996). In praise of ethnocentricity: Expatriate policies in 
European multinationals. The International Executive, 38(6), 749-778.  
McCaughey, D., & Bruning, N. S. (2005). Enhancing opportunities for expatriate job 
satisfaction: HR strategies for foreign assignment success. Human Resource 
Planning, 28(4), 21-30.  
McDonald, R. P. (1996). Path analysis with composite variables. Multivariate 
Behavioural Research, 31(2), 239-270.  
McGuinness, M., Demirbag, M., & Bandara, S. (2013). Towards a multi-perspective 
model of reverse knowledge transfer in multinational enterprises: A case study of 
Coats plc. European Management Journal, 31(2), 179-195.  
McNulty, Y., De Cieri, H., & Hutchings, K. (2013). Expatriate return on investment in the 
Asia Pacific: An empirical study of individual ROI versus corporate ROI. Journal 
of World Business, 48(2), 209-221.  
McSweeney, B. (2002). Hofstede’s model of national cultural differences and their 
consequences: A triumph of faith-a failure of analysis. Human Relations, 55(1), 
89-118.  
Medsker, G. J., Williams, L. J., & Holahan, P. J. (1994). A review of current practices for 
evaluating causal models in organisational behaviour and human resources 
management research. Journal of Management, 20(2), 439-464.  
Meeker, B. F. (1971). Decisions and exchange. American Sociological Review, 485-495.  
Mendenhall, M., & Oddou, G. (1985). The dimensions of expatriate acculturation: A 
review. Academy of Management Review, 10(1), 39-47.  
Mertens, D. (1998). Research methods in education and psychology. Thousand Oaks, CA: 
Sage Publications. 
Meyer, J., & Allen, N. (1997). Commitment in the workplace: Theory, research and 
application Thousand Oaks, CA: Sage Publications. 
Mezias, J. M., & Scandura, T. A. (2005). A needs-driven approach to expatriate 
adjustment and career development: A multiple mentoring perspective. Journal of 
International Business Studies, 36(5), 519-538.  
Millward, L., & Brewerton, P. (2000). Psychological contracts: Employee relations for 
 
 
227 
  
the twenty-first century In C. Cooper & I. Robertson (Eds.), International review 
of industrial and organisational psychology (pp. 1-61). Chichester: John Wiley & 
Sons. 
Minter, R. L. (2011). Preparation of expatriates for global assignments: Revisited. 
Journal of Diversity Management (JDM), 3(2), 37-42.  
Mir, R., & Mir, A. (2009). From the colony to the corporation studying knowledge 
transfer across international boundaries. Group & Organisation Management, 
34(1), 90-113.  
Mol, S. T., Born, M. P., Willemsen, M. E., & Van Der Molen, H. T. (2005). Predicting 
expatriate job performance for selection purposes: A quantitative review. Journal 
of Cross-Cultural Psychology, 36(5), 590-620.  
Moon, H., Choi, B., & Jung, J. (2012). Previous international experience, cross-cultural 
training and expatriates' cross-cultural adjustment: Effects of cultural intelligence 
and goal orientation. Human Resource Development Quarterly, 23(3), 285-330. 
Moorman, R. H., Blakely, G. L., & Niehoff, B. P. (1998). Does perceived organisational 
support mediate the relationship between procedural justice and organisational 
citizenship behaviour? Academy of Management Journal, 41(3), 351-357.  
Moran, R., Abramson, N., & Moran, S. (2014). Managing cultural differences. New 
York, NY: Routledge. 
Morley, M., & Parkinson, E. (2015). A practice with potential: Expatriate cross-cultural 
training among Irish MNCs. In C. Machado (Ed.), International human resource 
management (pp. 79-90). Switzerland: Springer International Publishing. 
Morley, M. J., & Flynn, M. (2003). Personal characteristics and competencies as 
correlates of intercultural transitional adjustment among US and Canadian 
sojourners in Ireland. Management International, 7(2), 31-46.  
Morrison, A. (2000). Entrepreneurship: what triggers it? International Journal of 
Entrepreneurial Behaviour & Research, 6(2), 59-71.  
Morrison, E. W. (2002). Newcomers' relationships: The role of social network ties during 
socialization. Academy of Management Journal, 45(6), 1149-1160.  
Mowday, R., Porter, L., & Steers, R. (2013). Organisational linkages: The psychology of 
commitment, absenteeism and turnover. New York: Academic Press. 
Muchiri, M. K. (2011). Leadership in context: A review and research agenda for sub-
Saharan Africa. Journal of Occupational and Organisational Psychology, 84(3), 
440-452. 
Mulaik, S. A., James, L. R., Van Alstine, J., Bennett, N., Lind, S., & Stilwell, C. D. 
 
 
228 
  
(1989). Evaluation of goodness-of-fit indices for structural equation models. 
Psychological Bulletin, 105(3), 430-445. 
Mullins, L. (2008). Essentials of organisational behaviour. Essex, England: Pearson 
Education Limited. 
Nachmias, D., & Nachmias, C. (1976). Research methods in the social sciences. New 
York: St. Martin's. 
Nakane, C. (1972). Japanese society. Berkeley: University of Berkeley Press. 
Nam, K.-A., Cho, Y., & Lee, M. (2014). West meets East? Identifying the gap in current 
cross-cultural training research. Human Resource Development Review, 13(1), 36-
57.  
Napier, N., & Taylor, S. (1995). Western women working in Japan. Westport: Quorum 
Books. 
Naumann, E. (1992). A conceptual model of expatriate turnover. Journal of International 
Business Studies, 23(3), 499-531.  
Naumann, E. (1993). Organisational predictors of expatriate job satisfaction. Journal of 
International Business Studies, 24(1), 61-80.  
Ndubisi, N. O. (2012). Mindfulness, reliability, pre-emptive conflict handling, customer 
orientation and outcomes in Malaysia's healthcare sector. Journal of Business 
Research, 65(4), 537-546.  
Nelson, D. L., & Quick, J. C. (1991). Social support and newcomer adjustment in 
organisations: Attachment theory at work? Journal of Organisational Behaviour, 
12(6), 543-554.  
Neuman, W. L., & Robson K.  (2012). Basics of social research methods: Qualitative and 
quantitative approaches. Boston: Allyn & Baker. 
Neupert, K. E., Baughn, C. C., & Thanh Lam Dao, T. (2005). International management 
skills for success in Asia: A needs-based determination of skills for foreign 
managers and local managers. Journal of European Industrial Training, 29(2), 
165-180.  
Nolan, S., & Heinzen, T. (2014). Essentials of statistics for the behavioural sciences. 
New York, USA: Worth Publishers. 
Nonaka, I., Byosiere, P., Borucki, C. C., & Konno, N. (1994). Organisational knowledge 
creation theory: A first comprehensive test. International Business Review, 3(4), 
337-351.  
 
 
229 
  
Nukunya, G. K. (2016). Tradition and change in Ghana: An introduction to sociology. 
Accra: Woeli Publishing Services. 
Nunnally, J. (1967). Psychometric theory. New York: McGraw-Hill. 
Oberg, K. (1960). Cultural shock: Adjustment to new cultural environments. Practical 
Anthropology, 7, 177-182. 
Oberg, K. (2006). Cultural shock: Adjustment to new cultural environments. Curare, 
29(2), 3.  
Obidi, S. (2005). Culture and education in Nigeria: A historical analysis. Ibadan: Ibadan 
University Press. 
Ocloo, M., & Subbey, M. (2008). Perception of basic education school teachers towards 
inclusive education in the Hohoe district of Ghana. International Journal of 
Inclusive Education, 12(5-6), 639-650. 
Oddou, G., Mendenhall, M. E., & Ritchie, J. B. (2000). Leveraging travel as a tool for 
global leadership development. Human Resource Management, 39(2, 3), 159-172. 
Oddou, G., Szkudlarek, B., Osland, J. S., Deller, J., Blakeney, R., & Furuya, N. (2013). 
Repatriates as a source of competitive advantage. Organisational Dynamics, 
42(4), 257-266.  
OECD. (2008). The global competition for talent: Mobility of the highly skilled. Paris: 
Co-operation of Economic & Development. 
Oeming, D. R. (1999). When you say, 'we'll keep you whole', do you mean it? 
Compensation & Benefits Review, 31(4), 40-47. 
Okpara, J. O., & Kabongo, J. D. (2011). Cross-cultural training and expatriate adjustment: 
A study of western expatriates in Nigeria. Journal of World Business, 46(1), 22-
30.  
Olsen, J. E., & Martins, L. L. (2009). The effects of expatriate demographic 
characteristics on adjustment: A social identity approach. Human Resource 
Management, 48(2), 311-328.  
Oltra, V., Bonache, J., & Brewster, C. (2013). A new framework for understanding 
inequalities between expatriates and host country nationals. Journal of Business 
Ethics, 115(2), 291-310.  
Oppong, C. (1973). Growing up in Dagbon. Accra: Ghana Publishing Corporation. 
Osland, J. S. (1995). Working abroad: A hero's adventure. Training & Development, 
49(11), 47-52.  
Osman-Gani, A. M., & Rockstuhl, T. (2009). Cross-cultural training, expatriate self-
efficacy and adjustments to overseas assignments: An empirical investigation of 
 
 
230 
  
managers in Asia. International Journal of Intercultural Relations, 33(4), 277-
290.  
Parker, B., & McEvoy, G. M. (1993). Initial examination of a model of intercultural 
adjustment. International Journal of Intercultural Relations, 17(3), 355-379.  
Pearce, R. (1999). The evolution of technology in multinational enterprises: the role of 
creative subsidiaries. International Business Review, 8(2), 125-148.  
Peltokorpi, V. (2007). Intercultural communication patterns and tactics: Nordic 
expatriates in Japan. International Business Review, 16(1), 68-82.  
Peltokorpi, V. (2008). Cross-cultural adjustment of expatriates in Japan. The International 
Journal of Human Resource Management, 19(9), 1588-1606.  
Peltokorpi, V., & Froese, F. (2014). Expatriate personality and cultural fit: The 
moderating role of host country context on job satisfaction. International Business 
Review, 23(1), 293-302.  
Peltokorpi, V., & Froese, F. J. (2012). The impact of expatriate personality traits on cross-
cultural adjustment: A study with expatriates in Japan. International Business 
Review, 21(4), 734-746.  
Peltokorpi, V., & Froese, F. J. (2009). Organisational expatriates and self-initiated 
expatriates: Who adjusts better to work and life in Japan? International Journal of 
Human Resource Management 20(5), 1095-1111. 
Perrot, S., Bauer, T. N., Abonneau, D., Campoy, E., Erdogan, B., & Liden, R. C. (2014). 
Organisational socialisation tactics and newcomer adjustment: The moderating 
role of perceived organisational support. Group & Organisation Management, 
39(3), 247-273. 1059601114535469.  
Peterson, R. B. (2003). The use of expatriates and inpatriates in Central and Eastern 
Europe since the Wall came down. Journal of World Business, 38(1), 55-69.  
Peterson, R. B., Napier, N. K., & Shul‐Shim, W. (2000). Expatriate management: 
Comparison of MNCs across four parent countries. Thunderbird International 
Business Review, 42(2), 145-166.  
Petras, J., & Veltmeyer, H. (2007). Multinationals on trial: Foreign investment matters 
Aldershot: Ashgate. 
Philliber, S., Schwab, M., & Samsloss, G. (1980). Social research: Guides to a decision-
making process. Itasca, IL: Peacock. 
Phillips, J., & Connell, A. (2003). Managing employee retention: A strategic 
accountability approach. Boston, MA: Elsevier/Butterworth Heinemann. 
 
 
231 
  
Pillay, S., & Dorasamy, N. (2010). Linking cultural dimensions with the nature of 
corruption: An institutional theory perspective. International Journal of Cross 
Cultural Management, 10(3), 363-378.  
Pinder, C. C., & Schroeder, K. G. (1987). Time to proficiency following job transfers. 
Academy of Management Journal, 30(2), 336-353.  
Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common 
method biases in behavioural research: A critical review of the literature and 
recommended remedies. Journal of Applied Psychology, 88(5), 879.  
Poggie Jr, J. (1972). Toward quality control in key informant data. Human Organisation, 
31(1), 23-30.  
Pomeroy, A. (2006). Better executive onboarding processes needed. HR Magazine, 51(8), 
16.  
Porter, L. W., & Steers, R. M. (1973). Organisational, work and personal factors in 
employee turnover and absenteeism. Psychological Bulletin, 80(2), 151-176.  
Prance, G. T. (2004). The uses of Atuna racemosa Raf. (Chrysobalanaceae) in Samoa. 
Economic Botany, 58(3), 470-475.  
Preacher, K. J., & Hayes, A. F. (2008). Asymptotic and resampling strategies for 
assessing and comparing indirect effects in multiple mediator models. Behaviour 
Research Methods, 40, 879-891.  
Preston, C. C., & Colman, A. M. (2000). Optimal number of response categories in rating 
scales: reliability, validity, discriminating power, and respondent preferences. 
Acta Psychologica, 104(1), 1-15.  
Pucik, V. (1998). Creating leaders that are world class. Financial Times, February, 4.  
Puck, J. F., Kittler, M. G., & Wright, C. (2008). Does it really work? Re-assessing the 
impact of pre-departure cross-cultural training on expatriate adjustment. The 
International Journal of Human Resource Management, 19(12), 2182-2197.  
Punch, K. (2013). Introduction to social research: Quantitative and qualitative 
approaches. London: Sage Publications. 
Quee, W. (1999). Marketing research (3 ed.). Singapore: Marketing Institute of 
Singapore. 
Quenneville, N., Bentein, K., & Simard, G. (2010). From organisational values to 
mobilisation of human resources. Canadian Journal of Administrative 
Sciences/Revue Canadienne des Sciences de l'Administration, 27(2), 122-135.  
Rabbiosi, L. (2011). Subsidiary roles and reverse knowledge transfer: An investigation of 
 
 
232 
  
the effects of coordination mechanisms. Journal of International Management, 
17(2), 97-113.  
Raeder, S., Knorr, U., & Hilb, M. (2012). Human resource management practices and 
psychological contracts in Swiss firms: an employer perspective. The 
International Journal of Human Resource Management, 23(15), 3178-3195.  
Ramalu, S. S., Rose, R. C., Uli, J., & Kumar, N. (2010). Personality and cross-cultural 
adjustment among expatriate assignees in Malaysia. International Business 
Research, 3(4), 96-104.  
Ramsay, J. O. (1973). The effect of number of categories in rating scales on precision of 
estimation of scale values. Psychometrika, 38(4), 513-532.  
Ramsey, J. R., Barakat, L., Cretoiu, L., & Sherban, L. (2012). Internationalisation and its 
possible impact on subjective and objective performance: Evidence from Brazilian 
TNCs. Transnational Corporations, 21(2), 21-46.  
Rayton, B. A., & Yalabik, Z. Y. (2014). Work engagement, psychological contract breach 
and job satisfaction. The International Journal of Human Resource Management, 
25(17), 2382-2400.  
Reiche, B., & Harzing, A. W. (2011). International assignments. In A. W. Harzing & A. 
Pinnington (Eds.), International Human Resource Management (pp. 185-226). 
London: Sage Publications. 
Reiche, B. S. (2007). The effect of international staffing practices on subsidiary staff 
retention in multinational corporations. The International Journal of Human 
Resource Management, 18(4), 523-536.  
Reiche, B. S. (2012). Knowledge benefits of social capital upon repatriation: A 
longitudinal study of international assignees. Journal of Management Studies, 
49(6), 1052-1077.  
Reiche, B. S., Harzing, A.-W., & Kraimer, M. L. (2009). The role of international 
assignees' social capital in creating inter-unit intellectual capital: A cross-level 
model. Journal of International Business Studies, 40(3), 509-526.  
Reiche, B. S., Kraimer, M. L., & Harzing, A.-W. (2011). Why do international assignees 
stay? An organisational embeddedness perspective. Journal of International 
Business Studies, 42(4), 521-544.  
Remenyi, D., Williams, B., Money, A., & Swartz, E. (1998). Research in business and 
management. London: Sage Publications. 
Remler, D., & Van Ryzin, G. (2011). Research methods in practice: Strategies for 
 
 
233 
  
description and causation. London: Sage Publications. 
Reynolds, C. (1997). Strategic employment of third country nationals. People and 
Strategy, 20(1), 33-41.  
Rhoades, L., & Eisenberger, R. (2002). Perceived organisational support: a review of the 
literature. Journal of Applied Psychology, 87(4), 698-714.  
Rhoades, L., Eisenberger, R., & Armeli, S. (2001). Affective commitment to the 
organisation: The contribution of perceived organisational support. Journal of 
Applied Psychology, 86(5), 825-836. 
Rice, R. W., McFarlin, D. B., & Bennett, D. E. (1989). Standards of comparison and job 
satisfaction. Journal of Applied Psychology, 74(4), 591-598. 
Richardson, J., & Mallon, M. (2005). Career interrupted? The case of the self-directed 
expatriate. Journal of World Business, 40(4), 409-420.  
Ritzer, G. (2008). Sociological theory. New York: McGraw-Hill Publishers. 
Robinson, S. L., Kraatz, M. S., & Rousseau, D. M. (1994). Changing obligations and the 
psychological contract: A longitudinal study. Academy of Management Journal, 
37(1), 137-152.  
Robinson, S. L., & Morrison, E. W. (1995). Psychological contracts and OCB: The effect 
of unfulfilled obligations on civic virtue behaviour. Journal of Organisational 
Behaviour, 16(3), 289-298.  
Romero, E. J. (2002). The effect of expatriate training on expatriate effectiveness. Journal 
of Management Research, 2(2), 73-78. 
Rousseau, D. (1995). Psychological contracts in organisations: Understanding written 
and unwritten agreements. Thousand Oaks, CA: Sage Publications. 
Rousseau, D. M. (1989). Psychological and implied contracts in organisations. Employee 
Responsibilities and Rights Journal, 2(2), 121-139.  
Rousseau, D. M. (1990). New hire perceptions of their own and their employer's 
obligations: A study of psychological contracts. Journal of Organisational 
Behaviour, 11(5), 389-400.  
Rousseau, D. M., & McLean Parks, J. (1993). The contracts of individuals and 
organisations. Research in Organisational Behaviour, 15(2), 1-43.  
Rugman, A. (1979). International diversification and the multinational enterprise United 
States: Lexington Books, Lexington, MA. 
Rugman, A. M. (1976). Risk reduction by international diversification. Journal of 
International Business Studies, 7(2), 75-80.  
 
 
234 
  
Rugman, A. M. (2011). The international financial crisis and transnational corporation 
strategy. Transnational corporations/United Nations Centre on Transnational 
Corporations, (1), 103-116.  
Sagie, A., Elizur, D., & Koslowsky, M. (1996). Work values: A theoretical overview and 
a model of their effects. Journal of Organisational Behaviour, 17, 503-514. 
Salk, J. E. & Brannen, M. Y. (2000). National culture, networks and individual influence 
in multinational management team. Academy of Management Journal, 43(2), 191-
202. 
Salkind, J. (2000). Statistics for people who hate statistics. California, USA: Sage 
Publications. 
Salm, S., & Falola, T. (2002). Cultural and customs of Ghana. United State: Greenwood 
Publishing Group. 
Saunders, M., Lewis, P., & Thornhill, A. (2012). Research methods for business students. 
Edinburg Gate: Pearson Education Limited. 
Schein, E. H. (1985). Organisational culture and leadership. San Francisco: Jossey-Bass. 
Schell, M., & Solomon, C. (1997). Capitalising on the global workforce: A strategic 
guide to expatriate management. New York, NY: Irwin Professional Publications. 
Schiefer, D., Möllering, A., & Daniel, E. (2012). Cultural value fit of immigrant and 
minority adolescents: The role of acculturation orientations. International Journal 
of Intercultural Relations, 36(4), 486-497.  
Schneider, S. C. & Barsoux, J-C. (1997). Managing across cultures. Hemel Hempstead, 
England: Prentice-Hall Europe. 
Schuler, R. S., Dowling, P. J., & De Cieri, H. (1993). An integrative framework of 
strategic international human resource management. Journal of Management, 
19(2), 419-459.  
Scott, F. (1956). The American experience of Swedish students: Retrospect and aftermath. 
Minneapolis: University of Minnesota Press. 
Scullion, H., & Linehan, M. (2005). International human resource management. New 
York: Palgrave Macmillan. 
Searle, W., & Ward, C. (1990). The prediction of psychological and sociocultural 
adjustment during cross-cultural transitions. International Journal of Intercultural 
Relations, 14(4), 449-464.  
Seelba, M. A. (1995). Developing an effective repatriation process at Chubb & Son Inc. 
Employment Relations Today, 22(4), 55-61.  
 
 
235 
  
Sekaran, U. (2003). Research methods for business: A skill building approach. New 
York: John Wiley & Sons. 
Sekaran, U., & Bougie, R. (2009). Research methods of business: A skill-building 
approach. New York: John Willey & Sons. 
Selmer, J. (2001). Expatriate selection: back to basics? International Journal of Human 
Resource Management, 12(8), 1219-1233.  
Selmer, J. (2002). Practice makes perfect? International experience and expatriate 
adjustment. MIR: Management International Review, 42(1), 71-87.  
Selmer, J. (2005). Cross-cultural training and expatriate adjustment in China: Western 
joint venture managers. Personnel Review, 34(1), 68-84.  
Selmer, J. (2006). Language ability and adjustment: Western expatriates in China. 
Thunderbird International Business Review, 48(3), 347-368.  
Selmer, J., & Lauring, J. (2009). Cultural similarity and adjustment of expatriate 
academics. International Journal of Intercultural Relations, 33(5), 429-436. 
Selmer, J. (2010). Expatriate cross-cultural training for China: Views and experience of 
"China hands". Management Research Review, 33(1), 41-53. 
Selmer, J., & Lauring, J. (2010). Self‐initiated academic expatriates: Inherent 
demographics and reasons to expatriate. European Management Review, 7(3), 
169-179.  
Selmer, J., & Lauring, J. (2015). Host country language ability and expatriate adjustment: 
The moderating effect of language difficulty. The International Journal of Human 
Resource Management, 26(3), 401-420.  
Selmer, J., & Leung, A. S. (2003). International adjustment of female vs male business 
expatriates. International Journal of Human Resource Management, 14(7), 1117-
1131.  
Selmer, J., Torbiorn, I., & de Leon, C. T. (1998). Sequential cross-cultural training for 
expatriate business managers: Pre-departure and post-arrival. International 
Journal of Human Resource Management, 9(5), 831-840.  
Selvarajah, C. (2004). Expatriation experiences of Chinese immigrants in New Zealand: 
factors contributing to adjustment of older immigrants. Management Research 
News, 27(8/9), 26-45.  
Seriki, H. T., Hoegl, M., & Parboteeah, K. P. (2010). Innovative performance in African 
technical projects: A multi-level study. Journal of World Business, 45(3), 295-
303. 
 
 
236 
  
Sewell, W., & Davidsen, O. (1961). Scandinavian students on an American campus. 
Minneapolis: University of Minnesota Press. 
Shaffer, M. A., & Harrison, D. A. (1998). Expatriates’ psychological withdrawal from 
international assignments: work, non-work, and family influences. Personnel 
Psychology, 51(1), 87-118.  
Shaffer, M. A., Harrison, D. A., & Gilley, K. M. (1999). Dimensions, determinants and 
differences in the expatriate adjustment process. Journal of International Business 
Studies, 30(3), 557-581.  
Shaffer, M. A., Harrison, D. A., Gilley, K. M., & Luk, D. M. (2001). Struggling for 
balance amid turbulence on international assignments: Work–family conflict, 
support and commitment. Journal of Management, 27(1), 99-121.  
Shaffer, M. A., Harrison, D. A., Gregersen, H., Black, J. S., & Ferzandi, L. A. (2006). 
You can take it with you: individual differences and expatriate effectiveness. 
Journal of Applied Psychology, 91(1), 109.  
Sharma, A. (1998). Mode of entry and "Ex-Post" performance. Strategic Management 
Journal, 19(9), 879-900.  
Shay, J. P., & Baack, S. (2006). An empirical investigation of the relationships between 
modes and degree of expatriate adjustment and multiple measures of performance. 
International Journal of Cross Cultural Management, 6(3), 275-294.  
Sheard, J. (2013). Quantitative data analysis. In Williamson & G. Johanson (Eds.), 
Research methods: Information, systems and contexts (pp. 395-416). Australia: 
Tilde Publishing and Distribution. 
Shen, J. (2006). Factors affecting international staffing in Chinese multinationals 
(MNEs). The International Journal of Human Resource Management, 17(2), 295-
315.  
Shen, J., & Edwards, V. (2004). Recruitment and selection in Chinese MNEs. The 
International Journal of Human Resource Management, 15(4-5), 814-835.  
Shin, S. J., Morgeson, F. P., & Campion, M. A. (2007). What you do depends on where 
you are: Understanding how domestic and expatriate work requirements depend 
upon the cultural context. Journal of International Business Studies, 38(1), 64-83.  
Shore, L., & Shore, T. (1995). Perceived organisational support and organisational 
justice. In R. Cropanzano & K. Kacmar (Eds.), Organisational politics, justice 
and support: Managing the social climate of the workplace (pp. 149-164). 
Westport, CT: Quorum. 
 
 
237 
  
Shore, L. M., & Barksdale, K. (1998). Examining degree of balance and level of 
obligation in the employment relationship: A social exchange approach. Journal 
of Organisational Behaviour, 731-744.  
Shore, L. M., & Wayne, S. J. (1993). Commitment and employee behaviour: comparison 
of affective commitment and continuance commitment with perceived 
organisational support. Journal of Applied Psychology, 78(5), 774-780. 
Simonin, B. L. (1999). Ambiguity and the process of knowledge transfer in strategic 
alliances. Strategic Management Journal, 20(7), 595-623.  
Sims, R. H., & Schraeder, M. (2005). Expatriate compensation: An exploratory review of 
salient contextual factors and common practices. Career Development 
International, 10(2), 98-108.  
Sinangil, H., & Ones, D. (1997). Empirical investigations of the host country perspective 
in expatriate management. In D. M. Saunders & Z. Aycan (Eds.), New approaches 
to employee management (pp. 173-205). Greenwich, CT: JAI Press. 
Smith, J. (2008). Qualitative psychology: A practical guide to research methods. Los 
Angeles, USA: Sage Publications. 
Smith, P. (1992). In pursuit of happiness: Why study general job satisfaction? In C. 
Cranny, P. Smith, & E. Stones (Eds.), Job satisfaction: How people feel about 
their jobs and how it affects their performance (pp. 5-20). Don Mills, ONT: 
Lexington Books. 
Smith, P., Kendall, L., & Hulin, C. (1969). The measurement of satisfaction in work and 
retirement. Chicago, IL: Rand McNally. 
Snape, E., & Redman, T. (2010). HRM practices, organisational citizenship behaviour, 
and performance: A multi‐level analysis. Journal of Management Studies, 47(7), 
1219-1247.  
Sobel, M. E. (1982). Aysmptotic confidence intervals for indirect effects in structural 
equation models. In S. Leinhardt (Ed.), Sociological Methodology (pp. 290-212). 
San Francisco: Jossey-Boss.  
Solomon, C. M. (1996). CEO mom: The tie that binds a global family. Personnel 
Journal-Baltimore then Costa Mesa-, 75, 80-94.  
Sparks, D. L. (2011). India and Chinas growing economic involvement in sub-Saharan 
Africa. Journal of African Studies and Development, 3(4), 65-75.  
Spector, P. (1997). Job satisfaction. Thousand Oaks, CA: Sage Publications. 
Stahl, G. K., Chua, C. H., Caligiuri, P., Cerdin, J. L., & Taniguchi, M. (2009). Predictors 
 
 
238 
  
of turnover intentions in learning‐driven and demand‐driven international 
assignments: The role of repatriation concerns, satisfaction with company support, 
and perceived career advancement opportunities. Human Resource Management, 
48(1), 89-109.  
Stahl, G. K., Mäkelä, K., Zander, L., & Maznevski, M. L. (2010). A look at the bright 
side of multicultural team diversity. Scandinavian Journal of Management, 26(4), 
439-447.  
Stevens, R. E., Wrenn, B., Sherwood, P. K., & Ruddick, M. E. (2006). The marketing 
research guide. New York: Routledge. 
Stinglhamber, F., & Vandenberghe, C. (2003). Organisations and supervisors as sources 
of support and targets of commitment: A longitudinal study. Journal of 
Organisational Behaviour, 24(3), 251-270.  
Sturges, J., Conway, N., Guest, D., & Liefooghe, A. (2005). Managing the career deal: 
The psychological contract as a framework for understanding career management, 
organisational commitment and work behaviour. Journal of Organisational 
Behaviour, 26(7), 821-838.  
Sturges, J., Guest, D., & Mac Davey, K. (2000). Who's in charge? Graduates' attitudes to 
and experiences of career management and their relationship with organisational 
commitment. European Journal of Work and Organisational Psychology, 9(3), 
351-370.  
Suutari, V., & Brewster, C. (1998). The adaptation of expatriates in Europe: Evidence 
from Finnish companies. Personnel Review, 27(2), 89-103.  
Suutari, V., & Brewster, C. (2001). Making their own way: International experience 
through self-initiated foreign assignments. Journal of World Business, 35(4), 417-
436.  
Suutari, V., & Brewster, C. (2003). Repatriation: empirical evidence from a longitudinal 
study of careers and expectations among Finnish expatriates. International 
Journal of Human Resource Management, 14(7), 1132-1151.  
Suutari, V., & Mäkelä, K. (2007). The career capital of managers with global careers. 
Journal of Managerial Psychology, 22(7), 628-648.  
Taggart, J., & Hood, N. (1999). Determinants of autonomy in multinational corporation 
subsidiaries. European Management Journal, 17(2), 226-236.  
Tajfel, H. (1978). Differentiation between social groups: Studies in the social psychology 
of intergroup relations. London: Academic Press. 
 
 
239 
  
Takeuchi, R. (2010). A critical review of expatriate adjustment research through a 
multiple stakeholder view: Progress, emerging trends, and prospects. Journal of 
Management, 36(4), 1040-1064.  
Takeuchi, R., Tesluk, P. E., Yun, S., & Lepak, D. P. (2005). An integrative view of 
international experience. Academy of Management Journal, 48(1), 85-100.  
Takeuchi, R., Wang, M., Marinova, S. V., & Yao, X. (2009). Role of domain-specific 
facets of perceived organisational support during expatriation and implications for 
performance. Organisation Science, 20(3), 621-634.  
Takeuchi, R., Yun, S., & Tesluk, P. E. (2002). An examination of crossover and spillover 
effects of spousal and expatriate cross-cultural adjustment on expatriate outcomes. 
Journal of Applied Psychology, 87(4), 655.  
Tallman, S., Jenkins, M., Henry, N., & Pinch, S. (2004). Knowledge, clusters and 
competitive advantage. Academy of Management Review, 29(2), 258-271.  
Tanner, K. (2013). Survey design. In K. Williamson & G. Johanson (Eds.), Research 
methods: Information, systems and contexts (pp. 141-171). Australia: Tilde 
University Press. 
Tashakkori, A., & Teddlie, C. (1998). Mixed methodology: Combining qualitative and 
quantitative approaches Thousand Oaks, CA: Sage Publications. 
Tayeb, M. (1988). Organisations and national culture. London: Sage Publications. 
Tayeb, M. (2005). International human resource management: A multinational company 
perspective. Oxford: Oxford University Press. 
Teddlie, C., & Tashakkori, A. (2011). Mixed methods: Contemporary issues in an 
emerging field    In N. Denzin & Y. Lincoln (Eds.), Handbook of qualitative 
research (pp. 285-300). Thousand Oaks, CA: Sage Publications. 
Tekleab, A. G., Takeuchi, R., & Taylor, M. S. (2005). Extending the chain of 
relationships among organizational justice, social exchange, and employee 
reactions: The role of contract violations. Academy of Management Journal, 
48(1), 146-157.  
Templer, K. J. (2010). Personal attributes of expatriate managers, subordinate 
ethnocentrism, and expatriate success: A host-country perspective. The 
International Journal of Human Resource Management, 21(10), 1754-1768.  
Templer, K. J., Tay, C., & Chandrasekar, N. A. (2006). Motivational cultural intelligence, 
realistic job preview, realistic living conditions preview, and cross-cultural 
adjustment. Group & Organisation Management, 31(1), 154-173.  
 
 
240 
  
Thairu, W. (1999). Team building and total quality management (TQM) in Africa. In M. 
Waiguchu, E. Tiagha, & M. Mwaura (Eds.), Management of organisations in 
Africa: A handbook of reference (pp. 269-279). Westport, CT: Quorum Books. 
Tharenou, P., & Caulfield, N. (2010). Will I stay or will I go? Explaining repatriation by 
self-initiated expatriates. Academy of Management Journal, 53(5), 1009-1028.  
Tharenou, P., & Harvey, M. (2006). Examining the overseas staffing options utilised by 
Australian headquartered multinational corporations. The International Journal of 
Human Resource Management, 17(6), 1095-1114.  
Ting-Toomey, S., Yee-Jung, K. K., Shapiro, R. B., Garcia, W., Wright, T. J., & Oetzel, J. 
G. (2000). Ethnic/cultural identity salience and conflict styles in four US ethnic 
groups. International Journal of Intercultural Relations, 24(1), 47-81.  
Toh, S., DeNisi, A., & Leonardelli, G. (2012). The perspective of host country nationals 
in socialising expatriates: The importance of foreign-local relations. In Oxford 
Handbook of Socialisation. New York: Oxford University Press. 
Toh, S. M., & DeNisi, A. S. (2003). Host country national reactions to expatriate pay 
policies: A model and implications. Academy of Management Review, 28(4), 606-
621.  
Toh, S. M., & DeNisi, A. S. (2005). A local perspective to expatriate success. The 
Academy of Management Executive, 19(1), 132-146.  
Toh, S. M., & DeNisi, A. S. (2007). Host country nationals as socialising agents: A social 
identity approach. Journal of Organisational Behaviour, 28(3), 281-301.  
Toh, S. M., & Srinivas, E. S. (2012). Perceptions of task cohesiveness and organisational 
support increase trust and information sharing between host country nationals and 
expatriate coworkers in Oman. Journal of World Business, 47(4), 696-705.  
Torbiorn, I. (1982). Living abroad: Personal adjustment and personnel policy in an 
overseas setting. Chichester: John Wiley & Sons. 
Torbiorn, I. (1994). Dynamics of cross-cultural adaptation. In G. Althen (Ed.), Learning 
Across Cultures. Washington, D.C: NAFSA Publications. 
Tran, V. M., & Perry, J. A. (2003). Challenges to using neem (Azadirachta indica var. 
sianensis Valenton) in Thailand. Economic Botany, 57(1), 93-102.  
Triandis, H. (1986). Approaches to cross-cultural orientation and the role of cultural 
assimilator training. In R. Paige (Ed.), Cross-cultural Orientation - New 
Conceptualisations of Applications. Lanham, MD: University Press of America. 
 
 
241 
  
Triandis, H. (1989). Cross-cultural studies of individualism and collectivism. In J. 
Berman (Ed.), Nebraska symposium on motivation: 41-133. Lincoln: University 
of Nebraska Press. 
Trochim, W., & Donnelly, J. (2007). The research methods knowledge base. Cincinnati, 
OH: Atomic Dog. 
Tsui, A. S., Pearce, J. L., Porter, L. W., & Tripoli, A. M. (1997). Alternative approaches 
to the employee-organisation relationship: Does investment in employees pay off? 
Academy of Management Journal, 40(5), 1089-1121.  
Tung, R. (1988). The new expatriates: Managing human resources abroad. Cambridge, 
MA: Ballinger Publishing. 
Tung, R. L. (1981). Selection and training of personnel for overseas assignments. 
Columbia Journal of World Business, 16(1), 68-78.  
Tung, R. L. (1982). Selection and training procedures of US, European and Japanese 
multinationals. California Management Review, 25(1), 57-71.  
Tung, R. L. (1998). A contingency framework of selection and training of expatriates 
revisited. Human Resource Management Review, 8(1), 23-37.  
Tungli, Z., & Peiperl, M. (2009). Expatriate practices in German, Japanese, UK, and US 
multinational companies: A comparative survey of changes. Human Resource 
Management, 48(1), 153-171.  
Turkyilmaz, A., Akman, G., Ozkan, C., & Pastuszak, Z. (2011). Empirical study of public 
sector employee loyalty and satisfaction. Industrial Management & Data Systems, 
111(5), 675-696.  
Turnley, W. H., Bolino, M. C., Lester, S. W., & Bloodgood, J. M. (2003). The impact of 
psychological contract fulfilment on the performance of in-role and organisational 
citizenship behaviours. Journal of Management, 29(2), 187-206.  
Tylor, E. (1871). Primitive culture. London: Murray. 
Uen, J.-f., Chien, M. S., & Yen, Y.-F. (2009). The mediating effects of psychological 
contracts on the relationship between human resource systems and role 
behaviours: A multilevel analysis. Journal of Business and Psychology, 24(2), 
215-223.  
Uka, N. (1969). Growing up in Nigerian culture. Ibadan: Ibadan University Press. 
UNCTAD. (2013). Transactional corporations statistics. Retrieved from 
www.unctad.org/en/Pages/DIAE/Transnational-Corporations-Statistics.aspx. 
van der Heijden, J. A., van Engen, M. L., & Paauwe, J. (2009). Expatriate career support: 
 
 
242 
  
Predicting expatriate turnover and performance. The International Journal of 
Human Resource Management, 20(4), 831-845.  
Van Oudenhoven, J. P., Mol, S., & Van der Zee, K. I. (2003). Study of the adjustment of 
Western expatriates in Taiwan ROC with the Multicultural Personality 
Questionnaire. Asian Journal of Social Psychology, 6(2), 159-170.  
Vance, C. M., Vaiman, V., & Andersen, T. (2009). The vital liaison role of host country 
nationals in MNC knowledge management. Human Resource Management, 48(4), 
649-659.  
Vandeveer, R., & Menefee, M. (2006). Human behaviour in organisations. New Jersey: 
Pearson Education. 
Vargas, M. P. B., & van Andel, T. (2005). The use of hemiepiphytes as craft fibres by 
indigenous communities in the Colombian Amazon. Ethnobotany Research and 
Applications, 3, 243-260. 
Varma, A., Pichler, S., & Budhwar, P. (2011). The relationship between expatriate job 
level and host country national categorization: An investigation in the UK. The 
International Journal of Human Resource Management, 22(01), 103-120.  
Varma, A., Pichler, S., Budhwar, P., & Biswas, S. (2009). Chinese host country nationals' 
willingness to support expatriates: The role of collectivism, interpersonal affect 
and Guanxi. International Journal of Cross Cultural Management, 9(2), 199-216.  
Varma, A., Toh, S. M., & Budhwar, P. (2006). A new perspective on the female 
expatriate experience: The role of host country national categorisation. Journal of 
World Business, 41(2), 112-120.  
Vehovar, V., & Manfreda, K. L. (2008). Overview: online surveys. In N. Fielding, R. 
Lee, & G. Blank, The SAGE handbook of online research methods (pp. 177-194). 
Los Angeles: Sage Publications. 
Verma, A., Pichler, S., Budhwar, P., & Biswas, S. (2009). Chinese host country nationals' 
willingness to support expatriates: The role of collectivism, interpersonal affect 
and Guanxi. International Journal of Cross Cultural Management, 9(2), 199-216. 
Vidal, M. E. S., Valle, R. S., & Aragón, M. I. B. (2007). Antecedents of repatriates' job 
satisfaction and its influence on turnover intentions: Evidence from Spanish 
repatriated managers. Journal of Business Research, 60(12), 1272-1281.  
Waltman, J., Bergom, I., Hollenshead, C., Miller, J., & August, L. (2012). Factors 
contributing to job satisfaction and dissatisfaction among non-tenure-track faculty. 
The Journal of Higher Education, 83(3), 411-434.  
Wang, M., & Takeuchi, R. (2007). The role of goal orientation during expatriation: a 
 
 
243 
  
cross-sectional and longitudinal investigation. Journal of Applied Psychology, 
92(5), 1437.  
Ward, C. (1996). Acculturation. In D. Landin & R. Bhagat (Eds.), Handbook of 
intercultural training (pp. 124-147). Thousand Oaks, CA: Sage Publications. 
Ward, C., Okura, Y., Kennedy, A., & Kojima, T. (1998). The U-curve on trial: A 
longitudinal study of psychological and sociocultural adjustment during cross-
cultural transition. International Journal of Intercultural Relations, 22(3), 277-
291.  
Warneke, D., & Schneider, M. (2011). Expatriate compensation packages: what do 
employees prefer? Cross Cultural Management: An International Journal, 18(2), 
236-256.  
Waxin, M. F. (2004). Expatriates’ interaction adjustment: The direct and moderator 
effects of culture of origin. International Journal of Intercultural Relations, 28(1), 
61-79.  
Waxin, M.-F., & Panaccio, A. (2005). Cross-cultural training to facilitate expatriate 
adjustment: it works! Personnel Review, 34(1), 51-67.  
Wayne, S. J., Shore, L. M., Bommer, W. H., & Tetrick, L. E. (2002). The role of fair 
treatment and rewards in perceptions of organisational support and leader-member 
exchange. Journal of Applied Psychology, 87(3), 590.  
Wayne, S. J., Shore, L. M., & Liden, R. C. (1997). Perceived organisational support and 
leader-member exchange: A social exchange perspective. Academy of 
Management Journal, 40(1), 82-111.  
Weiss, H. M. (2002). Deconstructing job satisfaction: Separating evaluations, beliefs and 
affective experiences. Human Resource Management Review, 12(2), 173-194.  
Welch, D. E. (2003). Globalisation of staff movements: beyond cultural adjustment. MIR: 
Management International Review, 149-169.  
Wentland, D. (2003). A new practical guide for determining expatriate compensation: 
The comprehensive model. Compensation & Benefits Review, 35(3), 45-50. 
Williams, C. (2007). Research methods. Journal of Business & Economic Research, 5(3), 
65-71. 
Williamson, D. (2002). Forward from a critique of Hofstede’s model of national culture. 
Human Relations, 55(11), 1373-1395.  
Williamson, K. (2013). Questionnaires, individual interviews and focus group interviews. 
In K. Williamson & G. Johanson (Eds.), Research methods: Information, systems 
 
 
244 
  
and contexts (pp. 349-372). Prahan, Australia: Tilde Publishing and Distribution. 
Williamson, K., Burstein, F., & McKemmish, S. (2002). The two major traditions of 
research. In K. Williamson (Ed.), Research methods for students, academics and 
professionals: Information management and systems (pp. 25-47). Wagga Wagga, 
NSW: Centre for Information Studies, Charles Sturt University. 
Wills, T. (1991). Social support and interpersonal relationships. In M. Clark (Ed.), Review 
of personality and social psychology (pp. 265-289). Newbury Park, CA: Sage 
Publications. 
Wong, K. K. (2016). Mediation analysis, categorical moderation analysis, and higher-
order constructs modeling in Partial Least Squares Structural Equation Modeling 
(PLS-SEM): A B2B Example using SmartPLS. The Marketing Bulletin, 26, 1-22. 
Wood, J. (2013). Organisational behaviour: Core concepts and applications. 
Queensland, Australia: John Wiley & Sons. 
World Bank. (2015). The World Bank Annual Report 2015. Retrieved from 
www.worldbank.org/en/about/annual-report/regions/afr. 
World Investment Report. (2013). Global value chains: Investment and trade for 
development. Retrieved from 
http://unctad.org/en/PublicationsLibrary/wir2013_en.pdf. 
Wright, P. M., & Boswell, W. R. (2002). Desegregating HRM: A review and synthesis of 
micro and macro human resource management research. Journal of Management, 
28(3), 247-276.  
Wu, C.-M., & Chen, T.-J. (2015). Psychological contract fulfilment in the hotel 
workplace: Empowering leadership, knowledge exchange, and service 
performance. International Journal of Hospitality Management, 48, 27-38.  
Wu, L., & Norman, I. (2006). An investigation of job satisfaction, organisational 
commitment and role conflict and ambiguity in a sample of Chinese 
undergraduate nursing students. Nurse Education Today, 26(4), 304-314.  
Wu, P.-C., & Ang, S. H. (2011). The impact of expatriate supporting practices and 
cultural intelligence on cross-cultural adjustment and performance of expatriates 
in Singapore. The International Journal of Human Resource Management, 22(13), 
2683-2702.  
Wynne, C. W. (1998). Issues and opinion on structural equation modelling. Management 
Information Systems Quarterly, 22(1), 1-8.  
 
 
245 
  
Wynne, M. (2006). Business-Trade Routes: The Hidden Cost of Expatriate Executives. 
Global Cosmetic Industry, 174(10), 49.  
Xing, Y., Liu, Y., Tarba, S. Y., & Cooper, C. L. (2016). Intercultural influences on 
managing African employees of Chinese firms in Africa: Chinese managers’ 
HRM practices. International Business Review, 25(1), 28-41.  
Yamazaki, Y., & Kayes, D. C. (2007). Expatriate learning: Exploring how Japanese 
managers adapt in the United States. The International Journal of Human 
Resource Management, 18(8), 1373-1395.  
Yan, A., Zhu, G., & Hall, D. T. (2002). International assignments for career building: A 
model of agency relationships and psychological contracts. Academy of 
Management Review, 27(3), 373-391.  
Yang, J.-T. (2010). Antecedents and consequences of job satisfaction in the hotel 
industry. International Journal of Hospitality Management, 29(4), 609-619.  
Yankuzo, K. I. (2013). Impact of globalisation on the traditional African cultures. Journal 
of Educational and Social Research, 3(9), 43-49. 
Yin, R. (2006). Research designs. In D. de Vaus, Research design (pp. 5-22). London: 
Sage. 
Zeira, Y., & Banai, M. (1985). Selection of expatriate managers in MNCs: The host-
environment point of view. International Studies of Management & Organisation, 
15(1), 33-51.  
Zhang, Y. (2012). Expatriate development for cross-cultural: Effects of cultural distance 
and cultural intelligence. Human Resource Development Review, 12(2), 177-199. 
1534484312461637.  
Zhao, H., Wayne, S. J., Glibkowski, B. C., & Bravo, J. (2007). The impact of 
psychological contract breach on work‐related outcomes: A meta‐analysis. 
Personnel Psychology, 60(3), 647-680.  
 
 
 
246 
  
Appendices  
Appendix A: Ethics Approval  
 
 
 
247 
  
Appendix B: Plain Language Statement  
Federation Business School 
Project Title: 
The Role of Perceived Organisational Support 
toward Successful Expatriate Management in 
Ghanaian Multinational Companies 
Principal Researcher: Dr Soma Pillay 
Other/Student Researchers: 
Dr Vaughan Reimers 
Evans Sokro 
 
Dear Sir/Madam, 
You are invited as an expatriate worker to participate in a PhD research study being 
undertaken by Evans Sokro, under the supervision of Dr Soma Pillay and Dr 
Vaughan Reimers of the Federation Business School, Federation University 
Australia, entitled: The Role of Perceived Organisational Support toward Successful 
Expatriate Management in Ghanaian Multinational Companies. 
The focus of this study is to examine the role of perceived organisational support 
toward successful expatriate management in Ghanaian multinational companies. 
Although Ghana has witnessed a substantial growth in the number of multinational 
companies operating in various sectors of the country’s economy, support structures 
have not been well researched in terms of how host nation organisations manage 
expatriation. Your company has agreed to participate in the research and to 
distribute the questionnaire to employees. Phase one involves a survey. 
Participation in our survey involves responding to a series of questions which will 
take approximately 15 minutes to complete. The survey will be open for three weeks 
upon the receipt of this email. If you are interested in participating in this research, 
you are invited to complete the online survey or you may request for a hard copy 
questionnaire.  
In phase two, a number of face-to-face interviews will be conducted to gain deeper 
understanding of how expatriates are supported on assignments in Ghana. The 
interview will take no longer than 45 minutes of your time and will be digitally 
recorded with your permission. If you are interested in participating, please contact 
the researcher via e.sokro@federation.edu.au. You may also opt for a telephone 
interview if that best suits you. 
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Responses to the questionnaire will be anonymous and confidential. Please note that 
your participation in this research is completely voluntary, and if you do not wish to 
take part you are not obliged to. All data from the research will be stored securely by 
the principal researcher. The research data will only be accessed by the researchers 
named above. The survey data will be destroyed after 5 years.  
In the unlikely event that you feel the need for on-going support as a result of this 
research please contact Ghana Health Service for independent counselling on 233 
244 846 701. 
Your cooperation and participation in this study is greatly appreciated. 
Sincerely, 
Dr Soma Pillay  
If you have any questions, or you would like further information regarding the project titled 
“The Role of Perceived Organisational Support toward Successful Expatriate Management in 
Ghanaian Multinational Companies’’, please contact the Principal Researcher, Dr Soma Pillay 
of Federation Business School: PH:+61 5122 6611 Email: soma.pillay@federation.edu.au         
Should you (i.e. the participant) have any concerns about the ethical conduct of this research 
project, please contact the Federation University Ethics Officer, Research Services, Federation 
University Australia, PO Box 663, Mt Helen VIC 3353.   Telephone:  (03)  5327 9765, Email:  
research.ethics@federation.edu.au 
CRICOS Provider Number 00103D 
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Appendix C: Survey Questionnaire (Paper) 
1. Using the answer key below, can you please indicate to what extent you agree or 
disagree with the following statements relating to the support you receive from 
your current organisation? If a statement is not applicable to you (for example, 
your family may not have travelled with you) please check the “NA” (not 
applicable) option 
 1 2 3 4 5 6 7 N/A 
If someone asked me about my work experience in Ghana, I 
would say positive thing 
        
If given the opportunity all over again to work in Ghana, I 
would definitely do so 
        
My overall experience of living and working in Ghana has 
been a positive one 
        
My overall contribution to the company made the cost of 
sending me here worthwhile 
        
Overall, my assignment contributed to the financial success 
of my company 
        
Overall, my assignment helped improve the competitive 
position of my company 
        
I successfully achieved all the goals my company had in 
mind when they sent me to Ghana 
        
The company has taken care of me financially         
The financial incentives and allowances my company 
provides to me are good 
        
I receive generous financial support from my company         
I cannot complain about the financial benefits associated 
with my expatriate assignment 
        
My company takes an interest in my career         
My company considers my goals when making decisions 
about my career 
        
It keeps me informed about career opportunities available 
within the company 
        
My company cares about my career development         
My company has shown an interest in my family’s well-
being 
        
It has provided my family with enough assistance to help 
them adjust to life in Ghana 
        
It has provided me with many opportunities to ease the 
transition to living in Ghana 
        
Help is available within my company whenever I have 
questions or concerns about living in Ghana 
        
My Ghanaian co-workers are very willing to provide help 
when needed 
        
They are cooperative and provide useful information         
They are good-natured and friendly         
They are good team players         
The support I received from my Ghanaian co-workers 
helped me adjust to the local culture 
        
My Ghanaian co-workers play a vital role in helping me 
achieve my work goals   
        
Strongly Disagree  1 2 3 4 5 6 7 Strongly Agree 
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2. Please indicate the extent to which you agree with each of the following 
statements relating to your experience of living and working in Ghana. 
 
  
 1 2 3 4 5 6 7 
I have adjusted well to the non-work aspects of the host country 
(e.g. food, music, lifestyle) 
       
I found it easy to adjust to the cultural norms of Ghana        
I have not experienced any sense of “culture shock”        
I have had no problem adjusting to people who speak a different 
language 
       
I have adjusted well to the level of responsibility required by my 
work role in Ghana 
       
I have remained enthusiastic throughout my work experience in 
Ghana 
       
I have been able to deal with the day-to-day challenges of my new 
work environment 
       
My work experience in Ghana fits in well with my long-term 
career plan 
       
I have a good understanding of how this work assignment fits into 
my desired career path 
       
This work assignment in Ghana will help me gain promotion 
within my organisation 
       
I have no trouble in completing the work tasks assigned to me        
I am very happy to remain in Ghana until my work assignment is 
completed 
       
I will have no problem completing the overall work project I came 
to Ghana for  
       
I possess all the necessary knowledge and skills needed to 
perform my job-related duties 
       
I have used this work assignment in Ghana to develop new skills 
and knowledge 
       
I have used this work assignment as a valuable professional 
development experience 
       
Working in Ghana has helped me develop capabilities outside my 
own area of expertise 
       
Working here has helped me develop an understanding of foreign 
business practices  
       
Working here has helped me establish a network of valuable 
business connections  
       
        
Strongly Disagree  1 2 3 4 5 6 7 Strongly Agree 
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3. This next set of statements relate specifically to working for a foreign-owned 
company with a subsidiary in Ghana.  
 
 
Expatriate Characteristics 
4. How long have you been working in Ghana? ___Years (if less than 1 year, please insert 
‘0’) 
5. What is your country of origin? ____________________ 
6. Did you have any pre-departure knowledge of the Ghanaian culture?   1. Yes     2. No   
7. Did you have any previous international work experience?                   1. Yes     2. No 
8. Are you familiar with any of the local Ghanaian dialects?                  1. Yes     2. No 
9. Please indicate your gender:             1.Male    2. Female 
10. Please indicate your marital status:                       1. Single   2.Married   3.De facto  
11. Age in years:   ≤ 30 years old          31 – 40 years old         
   41 – 50 years old        51 – 60 years old         
 
Thank you for taking the time to complete this survey 
 
 
 1 2 3 4 5 6 7 
I have found it easy to maintain communication and 
coordination with my home office 
       
I have helped transfer the corporate culture of our home 
office to the subsidiary in Ghana 
       
I have helped improve communication & coordination 
between home office and the subsidiary 
       
I have learnt how the subsidiary operations fit into the 
company’s overall strategy 
       
I helped to improve local staff’s understanding of the 
company’s goals & expectations 
       
I have helped represent and protect my company’s interests 
in Ghana 
       
I have helped the subsidiary in Ghana via the knowledge & 
expertise I brought with me  
       
I have helped the subsidiary in Ghana via my technical and/or 
managerial skills  
       
Strongly Disagree  1 2 3 4 5 6 7 Strongly Agree 
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Online Survey 
 
The purpose of this study is to examine the issues that influence the work lives of 
expatriate managers working for multinational companies in Ghana. Although Ghana has 
witnessed a substantial growth in the number of multinational companies operating within 
the country, very little is known about the support structures that are available to help 
foreign workers adapt to work life in Ghana. The purpose of this study is to address this 
gap in our knowledge. 
If you decide to participate in this study, please rest assured that any responses you 
provide will be totally anonymous and confidential. Please also note that your 
participation in this research is completely voluntary, and if you do not wish to take part, 
you are not obliged to. If you do agree to participate, our survey should take no more than 
15 minutes to complete. 
There is also a second phase to this study, which will involve a smaller number of face-to-
face or telephone interviews in order to gain a deeper understanding of how expatriates 
are supported on work assignments in Ghana. If you are interested in participating, please 
contact the researcher via e.sokro@federation.edu.au. 
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*1. Can you please indicate to what extent you agree or disagree with the following 
statements about your OVERALL experience of working in Ghana. 
 Strongly 
disagree 
 
Strongly 
agree 
If someone asked me about my work experience in 
Ghana, I would say positive things        
If given the opportunity all over again to work in 
Ghana, I would definitely do so        
My overall experience of living and working in Ghana 
has been a positive one        
My overall contribution to the company made the cost 
of sending me here worthwhile        
Overall, my assignment contributed to the financial 
success of my company        
Overall, my assignment helped improve the 
competitive position of my company        
I successfully achieved all the goals my company had 
in mind when they sent me to Ghana        
 
*
2. For this question, can you please tell me to what extent you agree or disagree with the 
following statements about SPECIFIC aspects of working in Ghana.  
 Strongly 
disagree 
 
Strongly 
agree 
The company has taken care of me financially        
The financial incentives and allowances my company 
provides to me are good        
I receive generous financial support from my company        
I cannot complain about the financial benefits 
associated with my expatriate assignment        
My company takes an interest in my career        
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My company considers my goals when making 
decisions about my career        
It keeps me informed about career opportunities 
available within the company        
My company cares about my career development        
It has provided me with many opportunities to ease the 
transition to living in Ghana        
Help is available within my company whenever I have 
questions or concerns about living in Ghana        
 
*
3.
 
This question continues on from the previous one. If these 2 questions are not 
applicable to you (perhaps you do not have a partner and/or children), please 
choose the "N/A" option. 
 Strongly 
disagree 
 
Strongly 
agree 
My company has shown an interest in my family’s 
well-being        
It has provided my family with enough assistance to 
help them adjust to life in Ghana        
 
 
*
4. This question is similar to previous ones in that it refers to specific aspects about 
working in Ghana. 
 Strongly 
disagree 
 
Strongly 
agree 
I have adjusted well to the non-work aspects of the 
host country (e.g. food, music, lifestyle)        
I found it easy to adjust to the cultural norms of Ghana        
I have not experienced any sense of “culture shock”        
I have had no problem adjusting to people who speak 
a different language        
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I have adjusted well to the level of responsibility 
required by my work role in Ghana        
I have remained enthusiastic throughout my work 
experience in Ghana        
I have been able to deal with the day-to-day 
challenges of my new work environment        
My Ghanaian co-workers are very willing to provide 
help when needed        
They are cooperative and provide useful information        
They are good-natured and friendly        
They are good team players        
The support I received from my Ghanaian co-workers 
helped me adjust to the local culture        
My Ghanaian co-workers play a vital role in helping 
me achieve my work goals          
 
*5. This question continues on from the previous one. Can you please indicate to 
what extent you agree with the following statements.  
 Strongly 
disagree 
 
Strongly 
agree 
My work experience in Ghana fits in well with my 
long-term career plan        
I have a good understanding of how this work 
assignment fits into my desired career path        
This work assignment in Ghana will help me gain 
promotion within my organisation        
I have no trouble in completing the work tasks 
assigned to me        
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I am very happy to remain in Ghana until my work 
assignment is completed        
I will have no problem completing the overall work 
project I came to Ghana for         
I possess all the necessary knowledge and skills 
needed to perform my job-related duties        
I have used this work assignment in Ghana to develop 
new skills and knowledge        
I have used this work assignment as a valuable 
professional development experience        
Working in Ghana has helped me develop capabilities 
outside my own area of expertise        
Working here has helped me develop an 
understanding of foreign business practices         
Working here has helped me establish a network of 
valuable business connections         
 
*6. Thank you, we are nearly done; this is the 2nd last screen and then you are 
finished the survey. This next set of statements relate specifically to working for 
a foreign-owned company with a subsidiary in Ghana. 
 Strongly 
disagree 
 
Strongly 
agree 
I have found it easy to maintain communication and 
coordination with my home office        
I have helped transfer the corporate culture of our 
home office to the subsidiary in Ghana        
I have helped improve communication & coordination 
between home office and subsidiary        
I have learnt how the subsidiary operations fit into the 
company’s overall strategy        
I helped to improve local staff’s understanding of the 
company’s goals & expectations        
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I have helped represent and protect my company’s 
interests in Ghana        
I have helped the subsidiary in Ghana via the 
knowledge & expertise I brought with me         
I have helped the subsidiary in Ghana via my technical 
and/or managerial skills         
 
7. How many years have you worked in Ghana? (if less than 1 year, please insert ‘0’) 
 
8. What is your country of origin?  
9. Did you have any pre-departure knowledge of the Ghanaian culture?    Yes    No   
10. Did you have any previous international work experience?                   Yes    No 
11. Are you familiar with any of the local Ghanaian dialects?                 Yes    No 
12. Please indicate your gender:       Male Female 
13. Please indicate your marital status:               Single    Married   De facto  
14. Age in years:                ≤ 30 years old      31 – 40 years old        41 – 50 years old
  
                                           51 – 60 years old        
